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ABSTRACT

This thesis investigates the factors that influence the retention intentions of 680
junior male Army officers who are serving within their initial obligated service. To
estimate the models, data for this thesis were drawn from responses to the 1999 DoD
Survey of Active Duty Personnel. The survey includes data on retention intentions of
service members. Past research has shown that a member’s intention is a good predictor
of retention behavior. Logistic regression analysis is used to identify demographic,
tenure, economic, and cognitive characteristics that significantly affect the intention to
stay or to quit the military and to assess their relative importance. The SAS software
package is used to anayze the data.

The model developed for this thesis is successful in identifying several factors
influencing the retention intentions of junior male Army officers. Eight of the seventeen
variables included in the model have a significant impact upon retention. Officers
decision to remain on active duty were significantly influenced by the demographic
characteristics of family status and race; the tenure characteristicsof military rank (O3)
and military life expectation; the economic characteristics of the probability of finding a
good civilian job, and the cognitive characteristics of satisfaction with military intrinsic
values, military career advancement opportunities, and military deployment and
economic life.

A quadrant analysis of the satisfaction variables is used to indicate areas for
improvement in order to raise the military’s overall level of job satisfaction. High impact
candidate areas for improvement were identified: workload, personal time, and
enjoyment satisfaction. These are excellent candidates for immediate attention since they
have a considerable impact on overall satisfaction with military life and have substantial
room for improvement.

Finaly, this thesis recommends areas for further related research and future

policy.
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l. INTRODUCTION

A. BACKGROUND

The overriding objective of the United States Army is to train and retain quality
personnel, both officer and enlisted, to achieve a more effective fighting force.
Unfortunately, the US Army has recently been facing critical recruiting and retention
problems due to the ever-changing factors in the civil and military worlds. For example,
since the economy of the late 1990s performed remarkably well and unemployment
remained low, recruiters struggled to attract new personnel. Another complicating factor
for the All-Volunteer Force (AVF) has been the ever-increasing number of young adults
seeking a college degree instead of a military career, a trend that further reduced the
military’s recruiting market. Paradoxically, while the military’s requirement for highly
educated personnel has increased in direct proportion to the increase in war-fighting
technology, the number of college-educated recruits has diminished. Consequently,
recruiting young men and women has become harder than ever before. Owing to these
factors, the Army has missed its recruiting goal and military personnel planners believe
that manning the “career force” beyond the first-term in a robust economy has worsened
military retention and entry-level recruiting.

When confronting the cause of their manpower retention problems, military
personnel experts have scrutinized internal factors such as leadership, operational tempo,
and work hours as well as external factors, such as the military—civilian pay ratio and

unemployment rate for long-term solutions to the career force-manning problem. [Ref.
24]

These experts have focused primarily on the issues of retention and turnover
because each issue has monetary and non- monetary implications for the military services.
From a monetary perspective, turnover is expensive. Recruiting, classifying, and training
replacements cost money. From a non-monetary perspective, excessive turnover aso
results in lost experience, lower productivity, and reduced readiness. Since the military
does not often allow lateral entry, a decline in retention rates could create a shortage of
experienced personnel. These shortages could reduce the overal capability of the

1



military, which would lead to a reduced pace of operations. [Ref. 13] Thus sustaining the
Army at the current levels of operational capability depends on the Army’s ability to

recruit and to retain qualified personnel.

Past research shows that many factors, including demographic characteristics, job
satisfaction, family situation, and job alternatives, affect turnover rates. Manpower
planners in the services have experimented with many different incentives to improve
overal retention. Monetary compensation incentives, quality of life improvements, and
expanded promotion opportunities are among these incentives. Although pecuniary
factors are quite importart for one's stay/leave decision in the military, research shows
that many service members stay in the military due to their taste for national service,
training, camaraderie, and other non-monetary aspects. These factors should not be
underestimated.

Retention decisions are different for officers than they are for enlisted members.
For enlisted personnel, these decisions are based on specific interests within an
individual’s military career. Enlisted personnel join the service of choice for a contracted
period of time, from two years for some Army occupational specidties to as many as six
years for Navy and Air Force specidties. Once the contracted service requirement is
fulfilled, the enlisted member makes one of three choices: (1) extend or reenlist for
another specific period of obligated service, (2) leave the active force and join one of the

reserve forces, or (3) leave the service atogether. [Ref. 27]

For officers, the situation is different in some respects. Upon entry nto service,
new ensigns or second lieutenants also agree to remain on active duty for a specific
period of time. However, once they reach their End of Obligated Service (EOS), officers
can continue to serve on active duty without incurring another contracted period of
obligated service. The ability to remain on active duty depends on the type of
commission. Officers with regular commissions can continue indefinitely as long as they
are promoted. Officers with reserve commissions must apply to be “augmented” into the
regular officer corps, or apply for extensions. If an Army captain with a reserve
commission is extended and is selected for promotion to major, then he or she is

automatically “augmented” and receives aregular commission as a mgjor. [Ref. 27]

2



This thesis primarily focuses on the retention intentions of junior Army officers
who are serving within their initial obligated service requirement. These officers are of
critical importance because they supervise, manage, and train enlisted soldiers on a daily
basis. The performance of these officers ultimately affects the readiness and capabilities
of al Army units.

In order to retain trained and qualified personnel in the service, manpower
planners design surveys to identify the significant factors that affect the individua’s
decision to remain on active duty. Using these surveys results, the manpower planners

project future retention levels and plan for shortfalls in critical occupational specialties.

B. PURPOSE

The purpose of this thesis is to develop a model that will identify the maor
factors affecting the retention of junior Army officers and will suggest a policy to reduce
personnel costs and increase effectiveness. Retention, in this study, is defined as the
individual officer’s intention to remain on active duty after completing his or her initial
obligation. The term “initial obligation” refers to the contractual period of service that an
individual officer incurs. The length of this initial obligated service varies between three
to seven years, depending on one's occupational speciaty and/or on the commissioning

source.

This thesis uses responses to the 1999 DoD Survey of Active Duty Personnel [Ref.
36] to estimate the models. The survey includes data on reenlistment intentions of service
members. Past research has shown that a member’s intentions are a good predictor of
reenlistment behavior. Multivariate regression analysis is used to identify the factors that
significantly affect the intention to reenlist and to assess their relative importance. The
Statistical Analyze Software (SAS) package is used to analyze the data.

Specifically, this research answers these questions:

1. What factors affect the career intentions of junior Army officers who are within

their initial period of obligated service?



2. What is the relative importance of these factors in explaining the intention to

remain on active duty?

3. How do these factors differ among Military Occupational Speciaty (MOS)
groups?

4. What policies may be effective for the Army to examine the retention of junior

officers?



. REVIEW OF LITERATURE

A. REENLISTMENT INTENTION AND ACTUAL BEHAVIOR

The desire to predict human behavior accurately has always been an important
priority in the fields of psychology, economics, and statistical analysis. The capability of
understanding human behavior is a powerful tool. This tool proves to be very useful to
large organizations and companies, which rely on feedback from employees in order to
improve manpower policies. [Ref. 23] Just like these companies, the United States Army
relies on information obtained from its current enlistees and officer corps to understand
what factors cause these individuals to remain in or depart from the service.

Naturaly, trying to predict the probability that an individual member will leave
the service upon completion of his or her existing contract is difficult and such
predictions are not always accurate. Sampling arepresentative portion of Army personnel
through the use of a survey that asks about intentions can simplify and perfect the task.
Members usualy have a definite opinion of the military and know whether they would

like to reenlist or not reenlist long before their contracts end.

Various studies have been conducted comparing the intentions of individuals to
stay with their actual retention behavior. The question arises as to whether “intention” is
a casual variable that affects all other variables leading b the individual’s decision to
remain on the job or to quit. As a result, attempting to capture peopl€e's intentions that
reflect their aggregate feelings about their jobs is difficult. For example, when surveys
are conducted, the individuals may be answering the “intent to remain on the job”
question with a recent incident in mind—one that might skew their otherwise neutral
opinion of their level of satisfaction. Despite the possible existence of this type of bias,
Rearden revealed in her study that apparertly the day-to-day occurrences at work do not
noticeably affect an individual’ s intention to remain at the job or quit. [Ref. 23]



In this respect, according to Doering and Grissmer, currently the most effective
approach to studying retention is to survey individuals systematically about their
reenlistment intentions at various times prior to the actual decision. If the survey that
measures intentions also contains information about possible reasons for the decision,
either for or against reenlistment, and if the intentions and behavior can be related with

some degree of confidence, a policy-relevant analysis can be conducted. [Ref. 6]

According to Aizen and Fishbein [Ref.1], an individua’s intention is generaly
the immediate and most accurate determinant of behavior, but certain conditions must
exist:

a. There must be a correspondence between the measure of intention and

the measure of behavior as to target (i.e. the job), the action (i.e. reenlist or

leave), the time (i.e. at the end of current enlistment term), and the context
(i.e. military).

b. Intentions change over time. The longer the time interval, the less
accurate is the prediction of behavior from intention In other words, the
closer to the decision point, the more accurate is the intention as a
predictor of behavior.

c. Aggregate intentions are much more stable than individual intentions
over time, because incidents that hit individuals—such as injuries, illness,
pregnancy, money losses, etc.—are likely to balance out at the aggregate
level. Predictions of behavior from intentions at the aggregate level are
therefore often remarkably accurate.

Also, according to another study completed by Mobley, Horner, and
Hollingsworth [Ref. 16], employees’ intentions to remain on the job or to quit do affect
their actual behavior. This study shows that job dissatisfaction affects intentions to quit
and intentions to search for a new job. Both of these intentions then affect the
individual’s actual behavior. Mobley’s conclusion supports the idea that intention is a
powerful factor when deciding to stay or to leave an organization.

Similarly, a study conducted by Szoc and Seboda [Ref. 25] sampled military
members using a survey smilar to The 1999 DoD Survey and the results of the survey
were paired with subsequent behavior data. Items in the survey were classified as

follows:



demographic characteristics,
family considerations,
housing,

transportation,

work conditions,

financial information,
satisfaction with Navy life,

factors associated with the retention decision.

In order to ascertain the retention behavior of the individuals in the study, the
authors used the Enlisted Personnel System Tracking File, which is maintained by Naval
Military Personnel Command (NMPC). The findings revealed that the intention variable
isavery powerful one: the model that included intentions enhanced the predictive quality
of the modedl. The nortintentions model predicted reenlistment behavior accurately 66
percent of the time, whereas the intentions model predicted reenlistment behavior
correctly 73 percent of the time. This study concluded that intentions do accurately
predict retention behavior.

Other findings on the intention and behavior issue from the study of Szoc and
Seboda include:

Many more respondents stayed than had intended to do so.

Those intending to leave were most likely to change their minds, and those
who were undecided tended to stay.

Most of those who left had intended to do so. For the group that stayed,
amost half had not indicated this as their origina intention.

Of those who clearly intended to stay, only one-fourth changed their minds.
[Ref. 25]

Royle and Robertson show that stated intent to remain on active duty is a superior
predictor of actual retention when compared to indirect measures of job satisfaction such
as pay, the work itself, or the organization. Stated intent is superior because it is a

composite of the specific satisfiers important to each individual. Intent to remain in an
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organization may be useful as a criterion, substituting for actual retention information
because of the strong relationship between the two variables. However, because the intent
to remain and actua retention are not perfectly correlated, results from surveys using
intent should be validated using actual retention data. Even if satisfaction with the job
itself and satisfaction with the organization are highly related to intent to remain, other
factors such as the external job market can have an overriding effect on the subsequent,
actual decision. [Ref. 24]

Another analysis that examines the link between intentions and actual behavior is
a Naval Postgraduate thesis by Anne-Marie Rearden. In her study, she explores whether
reenlistment intentions can help to predict actual reenlistment behavior. She constructs
multivariate models consisting of demographic, reenlistment intentions, and job
satisfaction variables. The results show that reenlistment behavior is influenced by race,
age, pay grade, marital status, enlistment period, and the level of satisfaction with the
military in general. The results aso shows that the most powerful predictor of

reenlistment behavior is the reenlistment intention variable. [Ref. 23]

This thesis uses data from the 1999 DoD Survey of Active Duty Personnel to
develop an econometric model to predict Army junior officer reenlistment behavior. Due
to the relatively recent fielding of the survey, this thesis is unable to test the validity of
intention stated on a survey as a predictor of actual retention behavior. The research cited
above supports the use of an econometric model based on intentions as an accurate
predictor of individual retention behavior. However, the results of the econometric model
should be confirmed when actual turnover behavior information becomes available. Did
the member reenlist or did he leave the military service? Does his or her actua behavior
match his or her intentions? The validation of a model designed to predict reenlistment
intentions can only occur when follow-on data is used to compare the members

intentions with their actual behavior.

B. TURNOVER THEORY
Turnover can be classified by its controllability, its measurement, and its effect on
an organization, and may be categorized as either “functional or dysfunctional.”

Functional turnover, so called because its organizational benefits outweigh its costs, can
8



occur when an unproductive worker resigns or is fired. Beyers, et a., summarize
functional turnover: “A certain level of turnover promotes innovation, improved
adaptation to technology, savings in wages and seniority pay, and other benefits to an
organization.” [Ref. 4] Dysfunctional turnover, which occurs when costs are higher than
benefits, can occur when excessive recruiting, selection, and training costs result from a
high degree of turrover. Turnover is also classified as voluntary or involuntary. If an
individual resigns, it is voluntary. Involuntary turnover occurs when an individual is
fired. Most organizations, including the military, are interested in the causes of voluntary
turnover, since it frequently is aso dysfunctional. This thesis addresses voluntary
turnover.

Experts often assume that voluntary turnover stems from an employee's
dissatisfaction with a job. However, Lensing demonstrated this assumption is not
necessarily true, since people may voluntarily resign when work schedules interfere with
family commitments or because they desire to return to school. A better job offer might
also persuade workers to resign, even if they are not dissatisfied with their current jobs.
[Ref.14] However, most research has shown that a strong relationship between job

satisfaction and turnover exists.

Job satisfaction refers to an individual’s general attitude toward his or her job. A
person with a high level of job satisfaction holds positive attitudes toward the job while a
person who is dissatisfied with his or her job holds negative attitudes toward the job. A
study by Porter and Steers uncovered an inverse relationship between job satisfaction and
turnover. They concluded that expressed “intention to leave” might represent the next
logical step after experienced dissatisfaction. [Ref. 22]

Locke (1976) reported consistent and significant, but not especially high
correlations between job satisfaction and turnover, as did Maobley (1977), who found a
significant and consistent relationship between job satisfaction and turnover. According
to Mobley, one of the primary consequences of job dissatisfaction is that it stimulates
thoughts of quitting, leading the worker to evaluate the expected prospects of a search,
the intention to search, the search, the evaluation of aternatives, the intention to quit, and
finally the withdrawal decision and behavior. Mobley evaluated a simplified heuristics

9



model of the withdrawal decision process and found that intention to quit was the

immediate precursor of actual withdrawal behavior. [Ref. 15]

Muchinsky determined that the magnitude of the satisfaction-turnover correlation,
on average, is approximately -.40, indicating that the more people dislike their jobs, the
more likely they are to quit. This relationship is influenced by several factors, including
the availability of other work. [Ref. 21]

Another important consideration in examining turnover is the extent of loyalty or
commitment that an employee has to his employer. Organizational commitment is the
degree of a person’s identification with and involvement in an organization. The
distinguishing features of commitment are “(1) a strong belief in and acceptance of the
organization’s goals and values; (2) willingness to exert effort for the organization and

(3) adesire to maintain membership in the organization.” [Ref 21]

Mowday and et a. studied commitment extensively by looking at the bonds
between employees and their organizations. These bonds are established in an exchange
between the individual and the organization. If an organization provides what an
individual seeks—that which fulfill needs or desires—then organizational commitment is
strengthened. Strong bonds are important from the organization’s perspective because
stronger bonds result in lower employee absenteeism and turnover, which in turn reduce
costs and raise productivity. [Ref. 19]

Although job satisfaction and organizational commitment are the most widely
cited causes of turnover, many others factors have been studied. Researchers frequently

use models to conceptualize these causes and to provide a framework in which to
examine the turnover process.

Mobley’s turnover model is probably the most representative model of the current
turnover research. Mobley’s work was, in the words of Muchinsky,
A magor step forward in thinking of the process from job satisfaction to

turnover instead of repeatedly accessing the direct relationship between
dissatisfaction and turnover. [Ref. 20]

Mobley proposed the first version of this model in 1977 when he noted:
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The relationship between job satisfaction and turnover is significant and
consistent, but not particularly strong. A more complete understanding of
the psychology of the withdrawal decision process requires investigation
beyond the replication of satisfaction-turnover relationship. [Ref. 15]

His paper generated much research. Since 1977, Mobley and many others have
tested the variations of the model in an effort to explain turnover. Maobley’s model
differed from previous work in the proposa of intermediate steps between job
satisfaction and the decision to quit. His turnover model, tested in 1978 by Mobley and et
a., isshown in Figure 1. Specifically, this model suggests that dissatisfaction leads to
thoughts of quitting. These thoughts lead to “rational evaluation” of the expected utility
of search and of the cost of quitting. If there is a perceived chance of finding an
aternative, the next step would be “intent to search.” Intent to search then leads to
“actual search.” Alternatives are then evaluated and compared to the current job. If the
comparison favors the alternative, “intent to quit” is stimulated, followed by “quitting.”
This model was tested with a sample of 203 hospital employees. Self-reported intention

to quit was an important influence on turnover.

Mobley found that the single significant regression coefficient with turnover was
“intention to quit” and that the effect of job dissatisfaction was on “thinking of quitting”
and “intentiors’ rather than on “turnover” itself. [Ref. 16]
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Figurel. Mobley and et a. Turnover Model, “After [Ref.16]”

Several other conceptual models have been tested. These models are similar ©
Mobley’sin that they evaluate an individual’ s present position that creates dissatisfaction
and leads to a search for another job. This dissatisfaction and job search result in
intentions to quit. Intentions to quit will ultimately lead to a decision to quit for those
individuals who also perceive a favorable labor market with aternative jobs providing

more benefits than their current job.

C. MILITARY TURNOVER RESEARCH

Research on turnover in the military has been separated from research concerned
with turnover in the private sector owing to several unique characteristics of the
withdrawal process in the military. First, every member of the military must make an
explicit decision to remain or to leave at some point during his or her tenure. Generally,
civilian employees are not expected to make such a specific decision (especialy if they

decide to stay). Also, because military employment is based on contracts, the decision to
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leave the military comes at a single, predictable point in time. In the private sector an
employee may intend to quit but be uncertain about when. Reenlistment in the military
also means an obligation to remain for a fixed term. Consequently, the decision to reenlist
carries greater commitment than does the decision to remain on the job in the private
sector. [Ref. 13]

Also, military occupations have many unique features that are not frequently
experienced in the civilian world. Probably more than most occupations, the military
employees’ families are affected by the worker's employment. For example, military
members are subject to frequent moves, which can be very disruptive to family life.
Children’s education and social development can be affected, spouses employment may
be disrupted and extended family and friendships are broken. Other aspects of military
life that may affect employment decisions include the requirement to be away from home
frequently, living in the field, long working hours and weekend work with no direct effect
on take-home pay, danger, military discipline and loss of congtitutional rights, and the
requirement to lay down one's life should the situation demand it. [Ref. 10] All of these
factors potentially influence the military personnel’s decisions to quit or to stay. For such
reasons researchers should study military turnover behavior separately from private
sector turnover behavior.

In 1985 Hayden conducted a study using the 1978 DoD Survey of Officers and
Enlisted Personnel [Ref. 33] to determine factors influencing the career decisions of
Army officers with one through three years of service. The officers were divided into
three occupational groups. combat arms, combat support, and combat service support.
Using regression models and discriminant analysis with “expected years of service’ as
the dependent variable, Hayden found that overall satisfaction with military life was the
most important factor influencing retention. Beyond this, the different occupational
groups had different specific factors affecting retention, but most were based on

comparing military to civilian life. [Ref. 9]

Thellmann (1990) analyzed Marine Corps officer separation behavior for officers
in their initial period of obligated service. For this study Theilmann used information
contained in the 1985 DoD Survey of Officer and Enlisted Personnel [Ref. 34] matched
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with subsequent retention data obtained from the Defense Manpower Data Center
(DMDC). Regarding the leave or stay decisions, Theilmann analyzed the effect of
intrinsic and extrinsic job satisfaction factors, satisfaction with benefits, current location,

and community attitudes. He concluded that

The factors that most strongly influence male junior officers to remain on
active duty beyond their initial service obligation are their commissioning
source, marital/dependent status, military occupational speciaty and
intrinsic and extrinsic job satisfaction factors. [Ref. 27]

Dudley and Hoyle conducted a study to find what types of rewards Army and
Marine Corps officers valued and how these awards affected retention. In this study, 92
Army and 119 Marine Corps officers, in the ranks O-1 through O-4, were given a list of
41 rewards. Using a one-to-five scale, he asked the officers to rank the expected
probability and importance of receiving such rewards during their careers. He also asked
them to rank the influence of each award on their decision to stay in or leave the service.
The results for the Army were similar to those of the Marine Corps. They found that
while extrinsic factors (financial security, job security, pay, promotion, and fringe
benefits) were important to the officers, intrinsic factors (trusted by subordinates and
superiors, interesting job, respected by superiors, responsibility and authority, pride in
self, supportive atmosphere, accomplishments, etc.) were considered much more
important. Dudley and Hoyle also found that the factors the officers corsidered most
important were also most important in determining career intentions. In addition, the
expected probability of receiving these rewards was highly correlated with the officers

career intentions. [Ref. 7]

Vranken and et al. addressed a magjor Army issue: deployment and its effects on
the immediate family. Of the spouses surveyed, 80% had children and 50% of the sample
had been married less than two years. It was noted that the spouses’ attitudes toward the
Army and their husbands careers changed once the husbands were deployed.l Their
feelings toward the Army shifted from a very positive attitude to a more neutral tone.

Thirty-one percent of the wives fet that the family separation had affected their

1 Only male Army officers were included.
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marriages negatively. [Ref. 28] This could possibly result in a trade off between divorce
and staying.

Junior officers today place more of a priority on preserving the family unit in their
decision to stay or to leave the military. To boomer officers, (born between 1943 and
1960) taking care of families entailed constructing state-of-the art day care facilities for
kids and building large PXs (post exchanges) for the spouses. To Generation Xers, (born
between 1960 and 1980) taking care of families entailed giving officers time to nurture
relationships with children and spouses. [Ref. 31] Armstrong (2000), in studying
changing demographics and the impact on officer retention, discovered that improving
family support programs was an important step in modifying career progression plans for
officers. She recommended that the military should consider adopting family support
programs that had been implemented by other armed forces, such as the Royal Australian
Armed Forces, and/or implement a dual-track career progression program that allowed
officers to choose the options that provide a better balance between career and family

without sacrificing certain career success. [Ref. 2]

Johnston conducted another study on turnover of junior Army officers. He used
the 1985 DoD Survey of Officer and Enlisted Personnel [Ref. 34] and included various
explanatory variables, such as personal characteristics (age, tenure, education, number of
dependents), occupational characteristics (pay grade, military occupational specialty,
time spent overseas), expectations concerning aternative employment (probability of
better job offers, searched for work in last year), and satisfaction with the service.
Johnston found that intentions to remain in the service are more strongly related to actual
turnover behavior of junior Army officers in the short term than in the long term. [Ref.
10]

Lakhani conducted a retention cost-benefit analysis of U.S. Army junior officers.
He hypothesized that a junior Army officer’s decision to stay or to leave the service can
consist of three major considerations. The first consideration consists of monetary aspects
such as pay, alowarces, and retirement benefits. The second consideration consists of
nonpecuniary benefits such as career commitment and satisfaction. The last

consideration is comprised of various attributes that are difficult to measure, such as taste
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for Army life and the potential effects of satisfaction with family life on job satisfaction.
Together these three factors form a utility maximization function, which suggests that a
junior Army officer will stay in the service if the net benefit derived by these attributes
exceeds the net benefit available from alternative civilian employment. [Ref. 12]

Zinner (1997) studied the factors affecting the retention of male junior Marine
Corps officers who were serving within their initial period of obligated service. Zinner
used a broad social science approach, which combined organizational and individual
behavioral factors to model the turnover decision. Data for this study were drawn from a
matched file of responses to the 1992 DoD Survey of Officers and Enlisted Personnel and
Their Spouses [Ref. 35] with 1996 follow-up retention information from the Defense
Manpower Data Center's Master loss file. The factors that significantly influenced the

sample members decisions to remain on active duty included:

COmmissioning source,

occupational specialty,

deployment to Operation Dessert Shield/Storm,

satisfaction with various intrinsic aspects of life in the Marine Corps,
concerns with the force draw down,

whether or not the officer had searched for civilian employment in the last
twelve months,

whether or not the officer believed that the skills he had acquired in the
Marine Corps would be transferable to the civilian market,

the influence on the career decision of the officer’s spouse.[Ref. 32]

In reviewing these studies, a myriad of factors obviously contribute to the career
decisions of Army junior officers. In addition to those cited, there are, undoubtedly, many
other factors that have been overlooked and till others that have not been identified yet.
However, al relevant factors fall into one of only three broad categories: personal,
intrinsic, and extrinsic factors. Organizing this thesis on the basis of these categories will
simplify the gpproach of determining which factors are most influentia and may also
help to reveal other potentialy influential factors that have not yet been specifically
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considered. Table 1 summarizes the major findings of turnover research presented in this

chapter.
Tablel. A Summary of Mgor Findings in Turnover Research

REENLISTMENT INTENTION AND ACTUAL BEHAVIOR

AUTHOR FINDING

Aizen and Fishbein (1980) Individual intention is generally the immediate and
most accurate determinant of behavior, assuming there
is a correspondence between the measure of intention
and the measure of behavior asto target (i.e. the job),
the action (i.e. reenlist or leave), thetime (i.e. at the
end of current enlistment term), and the context (i.e.
military).

Royle and Robertson (1980) Satisfaction with the specific job and satisfaction with
the organization are highly related to intent to remain
on the job, and subsequently related to their actual
decision.

Szoc and Seboda (1984) The intention variable enhances the predictive quality
of the model.

Doering and Grissmer (1985) | If the survey measuring intentions also contains
information about possible reasons for the decision, a
policy-relevant analysis can be conducted.

Rearden (1988) The most powerful predictor of reenlistment behavior
IS the reenlistment intention variable.
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Table 1.

A Summary of Major Findings in Turnover Research (Continued)

TURNOVER THEORY
AUTHOR FINDING

Porter and Steers (1973) There is an inverse relatiorship between job
satisfaction and turnover.

Mobley (1977) Dissatisfaction leads to thinking of quitting, intention
to search, intention to leave, and actual turnover.

Mowday (1982) Strong linkages with the organization result in lower
employee absenteeism and turnover, which in turn
lead to reduced costs and higher productivity.

Lensing (1984) A voluntary resignation can happen when work
schedules interfere with family commitments or a
better job offer is accepted.

Muchinsky (2000) The satisfactionturnover correlation is -.40 indicating
the more a person didlikes his or her job, the more
likely he or sheisto quit.

MILITARY RESEARCH
AUTHOR FINDING

Dudley and Hoyle (1979)

Intrinsic factors (trusted by subordinates and
superiors, interesting job, respected by superiors,
responsibility and authority, pride in self, supportive
atmosphere, accomplishments, etc.) were considered
much more important than extrinsic factors (financial
security, job security, pay, promotion, and fringe
benefits).

Vranken (1984) Spouses' attitudes toward the Army influence career
decisions of military members.

Hayden (1985) Overal satisfaction with military life is the most
important factor influencing retention.

Johnston (1988) Intentions to remain in the service are more strongly

related to actual behavior of junior Army officersin
the short term than in the long term.
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Tablel. A Summary of Major Findings in Turnover Research (Continued)

MILITARY RESEARCH

AUTHOR

FINDING

Lempe (1989)

The decision to reenlist carries greater commitment
than does the decision to remain on the job in the
private sector due to the unique features of military
occupations such as being away from home
frequently, living in the field or military discipline.

Theilmann (1990)

Commissioning source, marital/dependent status,
military occupational specialty, and intrinsic and
extrinsic job satisfaction factors influence junior
Marine officer turnover.

Zinner (1997)

Commissioning source, occupational specialty,
deployment to Operation Desert Shield/Storm,
concerns with the force draw down, and officer's
spouse factors influence significantly member’s
decision to stay on active duty.

Armstrong (2000)

Improving family support programs is an important
step in modifying career progression plans for
officers.
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[II. MODEL DEVELOPMENT

A. DATA COLLECTION

The most effective method with which to obtain information on planned retention
is simply to ask individuals their intentions. Three general methods exist for querying a
person: questionnaire, oral, or observational. [Ref. 29] In this research, using
observational methods is impossible. Oral interviews aso present limitations. While it
would be desirable to interview each junior Army officer, such a method is not practical.

Cost and time constraints preclude use of this reliable technique.

However, questionnaires offer many advantages. The most obvious is cost. Moser
and Kdton indicate the expense of printing questionnaires and distributing them to large
numbers of people is considerable less than that of interviewing similar numbers of
people. [Ref. 18] Also, Berdie and Anderson point out that researchers conducting
persona interviews frequently have trouble contacting people not in their office during
normal hours. Questionnaires delivered to their homes or offices allow respondents to

complete the survey at their leisure, thus improving the response rate. [Ref 3]

A questionnaire format was used as the most practical means of data collection
for the series of surveys of military personnel begun in 1978. Goode and Hatt [Ref. §]
observed that the use of questionnaires in research is based on one basic, underlying
assumption: the respondent will give truthful answers. An important additional issue for
this survey questionnaire is how accurately actual retention is measured by an
individua’s stated intentions.

B. SURVEY DESCRIPTION

The data used in this thesis were drawn primarily from the 1999 DoD Survey of
Active Duty Personnel. [Ref. 36] The Defense Manpower Data Center (DMDC)
conducted this survey to assess perceptions of military life issues, a the request of the
Office of the Deputy Assistant Secretary of Defense for Personnel Support, Families, and
Education.
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The 1999 DoD Survey of Active Duty Personnel survey contains 112 questions
(some with multiple items). A copy of the survey is attached in the Appendix. The
survey’s items can be grouped broadly into severa categories: assignment information,
career information, military life, programs and services, family information, economic
issues, and background information. These categories are described in Table 2.

Table2.  Survey Categories

Assignment Information Questions on hours worked, permanent duty station
(PDYS), satisfaction with characteristics of the PDS,
permanent change of station mowves, and time away from
the PDS for military duties.

Career Information Questions on career intent, reasons for joining, obligation
and retention, satisfaction with occupational specialty,
and satisfaction with aspects of military service.

Military Life Questions on importance of military activities, thoughts
of leaving the military, civilian vs. military opportunities,
and overall satisfaction.

Programs and Services Questions on the availability and use of on-base and off-
base services, facilities, and programs.

Family Information Questions on marital status, spouse occupation and
education, dependents, childcare arrangements, and
military health care.

Economic Issues Questions on nonmilitary income, total monthly income
and expenses, savings and debt, service and retirement
benefits.

Background Information on gender, race/ethnic status, education, duty

status, Service, pay grade, and time served.

The population from which the survey members were sampled consisted of active
duty officers and enlisted personnel from the Army, Navy, Marine Corps, Air Force, and
Coast Guard who were stationed in the United States or overseas in May 1999. Initidly,
66,040 active duty members were targeted. However, only 33,189 individuals from all
four military services returned usable surveys. The (weighted) response rate was 51%,
which is typica for large-scale surveys of DoD military personnel. [Ref. 36] The survey
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was designed to aid in examining enlistment and retention decisions, career orientation,
and policies affecting military members and their families. The sample design was
stratified by service, gender, pay grade group, location and marital status. When
considering only Army active duty officers, the sample size (prior to any data cleaning)
was 5,931, of which 79% were male. Table 3 depicts the survey dtratification for all

officers by service and sex.

Table 3. Gender and Branch of Service

| 1999 ACTIVE DUTY OFFICER SAMPLE ALLOCATION

‘ Gender ‘ Total ‘ Army ‘ Navy ‘ Marine ‘ Air ‘ Coast

Corps Force Guard
' Mde | 13235 | 4688 | 2518 | 2156 | 3,287 | 586
| Femde | 2,758 | 1,243 | 431 | 164 | 825 | 95
| Total | 15,993 | 5931 | 2,949 | 2,320 | 4,112 | 681
N= 31986

C. MODEL DATA DESCRIPTION

Since the focus of the research isjunior Army officers with pay grade between O-
1 and O-3, a sub-sample of 1,169 active duty junior Army officers who are within their
initial period of obligated service was selected from the survey for use in this thess.
These company-grade officers (pay grades between O-1 and O-3) represent the mgority
of the officers who would be within their initial period of obligated service. Many
warrant officers and maors (0O-4) and above have aready completed their initial
obligation. Table 4 displays the distribution of company- grade officers.

Table4.  Company-Grade Officers Pay Grade Distribution

| P | Female | Male

ay Grade
| | Frequency | Percent [ Frequency | Percent
| O-1 | 60 | 2666 | 246 | 26.06
| 0-2 | 103 | 4578 | 457 | 4841
| O-3 62 | 2756 | 241 | 2553
n= 1169
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The term “ initial obligation” represents the contractual period of service required
by a particular commissioning program plus any further obligation incurred due to some
form of follow-on training (such as flight school). For example, West Point Military
Academy graduates have a five-year commitment, Army Reserve Officer Training Corps
graduates have a four-year obligation and Officer Candidate School graduates face a

three-year obligation.

Officers with no obligated service were deleted from the sample, due to the fact
that they are essentially “careerists’ who have already made committal stay/leave
decisions. The factors influencing their retention are likely to be different from the factors

influencing those within obligated service.

The sample used in this study was narrowed further by deleting junior female
active duty officers from the model. Female officers account for 19.25% of the sample of
junior Army officers within their obligated service. This percentage is similar to the
proportion of women junior officers in the Army as a whole (16.77% in FY 1999). [Ref.
37]

Extensive preliminary analyses showed the existence of important behavior
differences between males and females. Women have markedly different reenlistment
patterns, given the differential occurrence and impact of factors, such as marriage and
childbearing, spouse conflict, migration and physical ability. Thus, separate models
should be undertaken to explain femae and male retention intentions. This thesis is

limited to an analysis of male officers’ retention due to the sample size considerations.

The majority of the sample respondents, 54.41%, are single with no dependents.
This precluded including family related questions that would have restricted the number
of cases for analysis to married members and/or those with dependents, which is not the
purpose of this study.

Respondents who did not provide vaid responses for items essentia to the
analysis were eliminated from the data set. The final sample for analysis contained 680
male junior Army officers. Table 5 displays the distribution of male junior Army officers
by pay grade for our final sample for analysis.
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Table5.  Male Junior Officers Pay Grade Distribution for Thesis Analysis

| Pay Grade | Frequency | Per cent
| O-1 | 120 | 17.65
| 0-2 | 378 | 55.59
| 0-3 | 182 | 26.76

Table 6 describes the Military Occupational Speciaties (MOS) of the sample.
These are categorized as combat, combat support, and combat service support branch.
Combat arms comprise the biggest category with 51.18%.

Table6. MOS Categories

\ OFFICER OCCUPATION AREAS \ PERCENT
Combat Include Tactical Operation Officers such as 51.18
Infantry, Armor, and Artillery.
Combat Support Include Officers from Intelligence, Engineering 31.47
and Maintenance, and Health Care.
Combat Service Include Officers from Supply and Procurement, 16.91
Support Administration Service, and Scientific Research.

n= 680

The 1999 DoD Survey of Active Duty Personnel asks, “ Suppose that you have to
decide whether to stay on active duty. Assuming you could stay, how likely is it that you
would choose to do so?’ Available responses are categorized from “very likely” to “very
unlikely.” The response to this questionnaire item represents the behavior of interest, and
it is used as the dependent variable for the multivariate retention model estimated in this
thesis. Frequencies for responsesto this question are shown in Table 7.
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Table7.  The 1999 DoD Survey of Active Duty Personnel, Frequencies for Responses to the
guestion, “How likely is it that you would choose to stay on active duty?’

| Responses | Frequency | Per cent
| Very Likely | 99 | 14.56
| Likely | 134 | 19.71
| Neither Likely/Unlikely | 132 | 19.41
| Unlikely | 147 | 21.62
| Very Unlikely | 168 | 24.71
n= 680

As can be seen in Table 7, 14.56% of the male Army officers responding to the
survey indicated that they were very likely to stay on active duty at the end of their initial
obligated service, while 24.71% indicated that their chance of staying on active duty was
“very unlikely.” The rest of the respondents were approximately evenly distributed

among the choices ranging from likely to unlikely.

The magority of respondents categorized their race/ethnic group as White
(82.95%), while only 4.85%, 3.53%, and 8.97% of the respondents categorized
themselves as Black, Hispanic, and other race,? respectively. Black and Hispanic officers
are under-represented in this sample relative to the active Army officer corps as a whole
where Blacks and Hispanics accounted for 11.5%, and 4.4% of the total, respectively, in
1999. [Ref. 37] In this respect, White and other race were over-represented where White
and other race accounted for 77.68%, and 6.36% of the total, respectively, in 1999.
(However, there is no clear explanation for this uneven distribution.) Table 8 displays the
distribution of male junior Army officers in the whole Army and is our fina sample in

this thesis.

2 The “other race” category represents American Indians, Alaskan Natives, and Asian/Pacific
Islanders.
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Table8.  Male Junior Officers Pay Grade Distribution in the Whole Army and in
Thesis Sample, “ After [Ref. 37]”

Pay Grade between O-1and
O-3in the Whole Army

Pay Grade between O-1 and

‘ Race/Ethnicity O-3in the Thesis Sample

‘ Frequency |  Percent Frequency |  Percent
| White | 30132 | 7768 | 562 | 8265
| Black | 4471 | 1152 | 33 | 4.85
| Hispanics | 1718 | 4.42 | 24 | 3.53
| Other | 2466 | 636 | 61 | 8.97
| Total | 38787 | 10000 | 680 | 100.00°

Table 9 displays responses to a question about how much the respondents would
agree or disagree that they could find a good civilian job easily if they left the military
now. As Table 9 shows, the mgority of male junior officers (56.18%) believe that they
could find a better job in the private sector if they left the military.

Table9.  The 1999 DoD Survey of Active Duty Personnel, Frequencies for Responses to the
question, “How much do you agree/disagree with the statement? It would be easy for me
to get agood civilian job if | left the military now.”

| Responses | Frequency | Per cent
| Strongly Agree | 382 | 56.18
\ Agree | 199 \ 29.26
 Neither Agree/Disagree | 68 | 10.00
\ Disagree | 24 \ 3.53
‘ Strongly Disagree | 7 ‘ 1.03

n= 680

The 1999 DoD Survey of Active Duty Personnel asks the respondents to asses
satisfaction with a series of specific job facets. Table 10 displays mean and standard
deviation distribution of responses to the question of, “How satisfied are you with each of

* Percent is not 100 due to rounding error
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the following?’ The respondents are mostly satisfied with job security by 3.83 mean

value.

Table10. The 1999 DoD Survey of Active Duty Personnel, Mean and Standard Deviation
Distribution of Responses to the question, “How satisfied are you with each of the

following?’
Satisfaction Variables ‘ Mean Star_mdqrd
Deviation

| Basic Pay | 2% | 117
| Specia and Incentive Pay | 266 | 120
| Reenlistment Bonus/ Continuation Pay Program 211 | 101
| Housing Allowance 297 | 119
| Medical Care for You | 307 | 120
| Dental Care for You | 328 | 112
| Retirement Pay 243 | 112
] Cost of Living Adjustments (COLA) to Retirement Pay \ 2.59 ] 0.98

Other Retirement Benefits (Medical Care and Use of Base ‘ 279 ‘ 111

Services) ' ’
| Pace of Your Promotions | 348 | 091
| Chances for Future Advancement | 361 | 088
| Training and Professional Development | 32 | 107
| Type of Assignment Received | 333 | 108
| Deployments | 282 | 103

Other Military Duties That Take You Away from ‘ 993 ‘ 0.92

Permanent Duty Station
| Availability of Equipment, Parts, and Resources | 228 | 103
| Level of Manning in Your Unit 221 | 102
| Your Unit'sMorae | 28 | 115
| Your Personal Workload | 293 | 105
| Amount of Personal/Family Time Y ou Have | 254 | 114
| Off-Duty Educational Opportunities | 264 | 108
| Quality of Leadership | 312 | 110
| Military Values, Lifestyle, and Tradition | 342 | 103
Value Coding: 1= Very Dissatisfied; 2= Dissatisfied,;

3=Neither Satisfied/Dissatisfied; 4= Satisfied; 5= Very Satisfied
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Table10. The 1999 DoD Survey of Active Duty Personnel, Mean and Standard
Deviation Distribution of Responses to the question, “How satisfied are you with each of
the following?’ (Continued)

‘ Satisfaction Variables Mean Star_lda_lrd
Deviation
| Amount of Enjoyment from Y our Job ] 3.12 | 1.15
| Frequency of PCS Moves ] 3.15 | 0.88
| Job Security y 3.83 | 0.76
Value Coding: 1= Very Dissatisfied; 2= Dissatisfied;
3=Neither Satisfied/Dissatisfied; 4= Satisfied; 5= Very Satisfied

n= 680

D. HYPOTHESIZED RETENTION MODEL
A conceptual model of the retention process for this thesis, based on the literature

review, was formulated and is shown in Figure 2. Most models of retention intentions
have included many of the same variables, but they have differed in their categorization
of those variables and in their posited causal order. The theoretical model used in this
thesis is a function of four categories of explanatory variables. demographic (such as
gender and race), tenure (such as pay grade), economic (such as probability of finding a
good civilian job) and cognitive (such as satisfaction). The model used throughout the
anaysis is presented here in general form.
I ntention of Retention = f (Demographic, Tenure, Economic, Cognitive)

Demographic Characteristics

v

Tenure Characteristics

Propensity to Remain on
# Active Duty

Economic Characteristics

v

Cognitive Characteristics

Figure 2. The Hypothesized Retention Model
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V. MODEL ESTIMATION

A. DEPENDENT VARIABLE AND MODEL SPECIFICATION

An analysis of junior male Army officers retention is based on the ability to
define the critical factors affecting career decisions. Retention is defined as a male junior
officer’s decision to stay in the Army. Alternatively, the officer may choose to leave the
service. Therefore, the retention outcome is modeled with a dichotomous dependent
variable, which takes the value of “1” if the officer intends to stay and a value of “0” if

the intention is to leave.

For the dependent variable of this thesis, stayers were identified as those survey
respondents who answered the question of “How likely is it that you would choose to
stay on active duty?’ as “very likely or likely.” Leavers are the respondents who replied
as “unlikely or very unlikely.” Undecided officers who replied as “neither likely nor
unlikely” were omitted from the sample because their intentions are unclear and they

could mislead the results and the recommendations for future policies.

While there are several estimation techniques that are appropriate for analyzing a
dichotomous dependent variable, this thesis uses logistic regression due to the fact that
the cumulative distribution of retention intention is often described well by S-shape
patterns. (See Figure 3)
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A Linear Probability Model (for coTAparison purposes)

D=1
1>D;>0 Logit
Ln [Di/1- Di] = R + By Xyi + BpXoi + 2
4«
Di =0 / (Holding X5 constant) >

Figure3.  Comparison of Binomial Logit Model and Linear Probability Model,
“From [Ref. 26]”

In nature, not all things are linear. The following explains some problems in
using the Linear Probability model (LPM):

1. Theerror term is not normally distributed.

2. The error term is inherently heteroskedastic.

3. R? (adjusted coefficient of determination) is not an accurate measure of
overal fit.

4. D;isnot bounded by 0 and 1. [Ref. 26]

The logit model uses the maximum likelihood estimating technique that is
especialy useful for equations that are nonlinear in the coefficients. The maximum
likelihood estimation is inherently different from the Ordinary Least Square (OLS)
technique in that it chooses coefficient estimates that maximize the likelihood of the
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sample data set being observed. [Ref. 26] Also, the logit modd is consistent, unbiased
and has minimum variance for large samples. For these reasons, the logit model was
selected to evaluate the relationships between a set of explanatory variables and a binary

choice dependent variable for this thesis.

The cumulative logistic function for the logistic regression model is as follows:

- (X +RX +e)
0 i

P; (staying in the military) =1/ 1+ e [Ref.26]

P; is the probability that a junior male Army officer will stay in the military. The
“€” iIs the base of the natural algorithm. The X is the vector of Xs, the values of the

explanatory variables, for individua i; Ris the vector of 3s, the parameter values of the

model; and € is the i stochastic error term.

B. EXPLANATORY VARIABLE DEFINITIONS AND HYPOTHESIZED
RELATIONSHIPS

Independent variables that were expected to affect the retention intention were
chosen based on the literature review discussed in Chapter Il1. Individual variable

definitions and their expected signs are discussed below:
1 Demographic Characteristics
a. Race/ Ethnic Group

Race/Ethnic group is coded as a set of dummy variables, categorized as
Black, Hispanic, and Other (American Indian, Alaskan Native, and Asian/Pacific
Islander). Black, Hispanic, and Other account for 4.85%, 3.53%, and 8.97% of the data
sample, respectively. Since Black and Hispanic have similar retention behavior and small
size in this data set, their observations are combined to form a grouped dichotomous
Race/Ethnicity variable. Membership in these groups was hypothesized to have a positive
relationship with the retention intention relative to the category of white. This was based
on the assumption that minorities have traditionally experienced higher civilian
unemployment rates than whites, and thus have fewer civilian employment alternatives.
Previous studies have also concluded that minorities are more likely to be retained than
whites. [Ref. 23]
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b. Family Status

The family status of army officer is coded as a set of dummy variables:
“single with no dependent” (SND), “single with dependent” (SWD), “married with no
dependent” (MND), and “married with dependent” (MWD). However, SWD is omitted
from the data set because of its small size (1%). It is expected that MND and MWD are
more likely to stay in the military than SND, the base case, because the opportunity costs
associated with leaving active duty and finding employment with similar pay and benefits

would be greater for those officers supporting their dependents.
2. Tenure Characteristics
a. Military Rank (Pay Grade)

The rank of each junior Army officer at the time of the survey is coded as
a dummy variable for each rank; O1, 02, and O3, with O1 as the base case. O1, O2, and
O3 comprise 17.65%, 55.59%, and 26.76% of the data sample, respectively. Human
capital theory suggests that as an individual experiences wage increases (a function of
rank in the military) he or she is less likely to quit the current job because quitting
becomes more costly (in terms of lost pay) associated with job changes and longer
periods over which to recoup those losses. [Ref. 13] This theory might not fit the military
for two reasons. Firstly, for senior officers, the more experience you have in the military,
the more you enhance your civilian marketability. The civilian sector seeks experienced
military personnel for their managerial job vacancies because of experienced officers
high leadership and management skills. Secondly, O1 officers are within their first two
years of service and they have not yet experienced military life. Their retention intentions
are not based upon their military life experience but mostly on their assumptions about
military life. Thus, it is natural to expect higher retention intentions from an O1 than an
02 or an O3. As aresult, the sign of military rank is hypothesized as uncertain because of

these two offsetting tendencies.



b. Military Occupational Specialty

The Military Occyoational Specialties (MOS) are categorized as
COMBAT, COMBATSUPPORT, and COMBATSERVICESUPPORT group. COMBAT
represents tactical operation officers such as infantry, armor and artillery.
COMBATSUPPORT includes officers from intelligence, engineering and maintenance,
and health care. And COMBATSERVICESUPPORT contains officers from supply and
procurement, administration service and scientific research. Since the mgjority of the
survey respondents (51.19%) are in the COMBAT group category, it serves as the base
case.

It was expected that officers serving in the COMBATSUPPORT and
COMBATSERVICESUPPORT group would be less likely to remain on active duty than
the COMBAT group because the skills acquired in these MOS groups are more easily
transferable to the civilian marketplace.

C. Life Expectations (LIFEXP)

The variable LIFEXP was generated from a survey question that measures
the degree to which life in the military is what the member expected. Officers were asked
to respond to the question, “In general, has your life been better or worse than you
expected when you first entered the military?’ response values range from one, indicating
“much worse” to avaue of five, indicating “much better.” It is estimated that the more an
officer’s expectations about military life are met, the more likely he is to stay in the
military.

d. Matched Military Occupation (MATCHOCC)

The variable MATCHOCC was generated from the survey question that
asked officers, “Did you recelve the military occupation of your choice?” It is
hypothesized that if an officer receives his choice of military occupation or arelated one,

he would be more likely to stay in the military based on the assumption that he is
satisfied with his occupation.
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e. Remaining Timein Initial Obligated Service (RTIME)

As discussed in Chapter 111, officers have a contractual period of service
required by a particular commissioning program plus any further obligation incurred due
to some form of follow-on training (such as flight school). Response values range from
one, indicating “3 years or more” to a value of six, indicating “less than 3 months.” It is
estimated that the less time an officer has in initial obligated service, the more he would
be concerned about his future and the more he would like to stay in the military due to
experience in this occupation. The correlation of pay grade (coded 1,2, and 3 for O1, O2,
and O3, respectively) with RTIME is —0.1761.

3. Economic Characteristics
a. Probability of Finding a Good Civilian Job (PROBJOB)

Studies by economists and psychologists alike have found that the
perceived chance of finding an alternative job affects quit behavior. [Ref. 13] This
variable measures the officer’s impression of his likelihood of finding a better job in the
civilian sector if he leaves the job now. This variable ranges from a one “strongly
disagree” to five “strongly agree.” As the perceived chance of finding a better civilian job
rises, retention intention is likely to fall. Therefore, a negative relationship with retention
intention is hypothesized for this variable.

b. Transferability of Military Experience and Training to Civilian
Job (CIVTRANYS)

The variable CIVTRANS was generated from the survey question about
the degree to which military experience and training can be directly transferred to a
civilian job. Response values range from one, “Strongly disagree” to a vaue of five,
“Strongly agree.” It is expected that those officers who think that their experience and

training are transferable would be more likely to plan to leave the military.
4, Cognitive Characteristics and Factor Analysis

Due to the large number of candidate cognitive/job satisfaction variables (see
Table 9), factor analysis was used to reduce the number of variables that are measuring
similar attributes among related groups of variables.
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Factor analysis is a technique used to determine whether or not underlying
patterns of relationships exist among a group of variables, so that the data may be
reduced to a smaller set of a common factors or components that may be taken as source
variables accounting for the observed interrelations in the data. [Ref. 27] The number of

factors actually chosen for each category of questionsis based on:

those factors with Eigenvalues greater than or equal to one,
those factors that seemed to represent logical groups of variables. [Ref. 30]

In an effort to reduce the number of independent variables in the model, the
nineteen “satisfaction with military life” variables were combined and reduced to four
principal components. Once the factors were extracted, they were rotated using the
varimax rotation technique to derive more easily interpretable variables. Table 11

displays the factors and the related satisfaction variables.

Table1l. Factor Analysis of Job Satisfaction Variables

Component Factorsand Related

Satisfaction Variables FACTOR LOADINGS

| Satisfaction with Military Intrinsic Values |
| Unit'sMorale | 0705 | 0058 | 0152 | 0.013
| Enjoyment from Job | 0630 | 0262 | 0159 | 0.134
| Personal Workload | 0622 | 0042 | 0287 | 0.09
| Quality of Leadership | 0488 | 0339 | 0.116 | 0.116
| Personal/Family Time | 0486 | 0015 | 0387 | 0.134
| Military Values | 0435 | 0334 | 0095 | 0.125
| Level of Manning in Unit | 0428 | -0037 | 0222 | 0.131
| Type of Assignments | 0405 | 0356 | 0240 | 0.122

Satisfaction with Military Career

Advancement Opportunities
| Chances of Future Advancement | 0091 | 0766 | 0169 | 0.068
| Pace of Promotions | 0053 | 0625 | 0294 | 0.073
| Training and Professional Development | 0427 | 0451 | 0.115 | 0.161
| Job Security | 0062 | 0400 | 0031 | 0.076
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Table11. Factor Analysis of Job Satisfaction Variables (Continued)

Component Factorsand Related

Satisfaction Variables FACTOR LOADINGS

Satisfaction with Military Job Deployment
and Economic Life

| Other Military Duties | 0246 | 0114 | 0623 | 0.040
| Deployments | 0248 | 0.125 | 0584 | 0.050
| Basic Pay | 0085 | 0229 | 0341 | 0.122
| Frequency of PCS Moves | 0157 | 0212 | 0324 | 0.103
| Retirement Pay | 0144 | 0125 | 0317 | 0.241
| Satisfaction with Military Health Services |

| Medical Care | 0203 | 0139 | 0150 | 0.797
| Dentdl Care | 0116 | 0157 | 0124 | 0.773

a. Satisfaction with Military Intrinsic Values (Factorl)

The variables that “loaded” most heavily on FACTORL1 were responses to
those survey questions that measured the officer’s satisfaction with various intrinsic
values such as unit's morale, personal workload, enjoyment from job, personal and
family time, quality of leadership, level of manning in unit, military values, and type of
assignments It was hypothesized that an increase in satisfaction with military intrinsic
values would lead to an increased likelihood of retention.

b. Satisfaction with Military Career Advancement Opportunities
(Factor2)

Satisfaction variables such as job security, advancement opportunities,
pace of promotion, and training form FACTOR?2. It is estimated that one who is more

satisfied with career advancement opportunities will more likely stay in the military.

C. Satisfaction with Military Job Deployment and Economic Life
(Factor3)

The variables that weighed most heavily on this category were satisfaction
with frequency of PCS moves (Permanent Change of Sation), other military duties,
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deployments, basic pay and retirement pay. It is estimated that the more the officer is
satisfied with this area, the greater the chances he will remain in the military.

d. Satisfaction with Military Health Services (Factor4)

Factor4 consisted of satisfaction variables with medical and dental care.
An officer’s satisfaction with military health services is hypothesized to have a positive

relationship with retention intention.

Table 12 provides a summary of the model explanatory variables and their
hypothesized relationship with retention intention.

Table12. Explanatory Variable and Expected Signs

| Variable | Expected Sign
| Demographic Characteristics |

| Rece/Ethnic Group (Black/Hispanic, and Other) | + (compared to White)
| Family Status (MND, MWD) | + (compared to SND)

‘ Economic Characteristics |

Probability of Finding a Good Civilian Job -
(PROBJOB)

Transferability of Military Experience and Training to
Civilian Job (CIVTRANS)
‘ Tenure Characteristics |

| Military Rank (02, O3) | Uncertain (compared to O1)

Military Occupational Specialty (Combatsupport, - (compared to Combat)
Combatservicesupport) b

\ Life Expectations (LIFEXP) | +

| Matched Military Occupation (MATCHOCC) |+

‘ Remaining Time in Initial Obligated Service (RTIME) | +

‘ Cognitive Characteristics |

‘ Satisfaction with Military Intrinsic Values (FACTORY) | +
Satisfaction with Military Career Advancement 4
Opportunities (FACTOR?2)
Satisfaction with Military Job Deployment and +
Economic Life (FACTOR3)

Setisfaction with Military Health Services (FACTOR1) | +
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C. MODEL RESULTS
1. Discussion of Estimated Coefficients

a. Arethe Hypotheses Verified?

The signs of the coefficients of all the explanatory variables, except for
FACTOR4, are in my hypothesized direction. Since FACTOR4 is not significantly
different from zero, it does not have impact on explaining the retention intention. Also, it
can be concluded that the model equation is supported by the sound theory and the
explanatory variables are chosen correctly. Table 13 displays the parameter estimates and
associated probability values for the model.

Table 13. Logistic Regression Results for Junior Mae Army Officers
| Variable | Parameter Estimate |  Probability Value
| 02 | -0.2917 | 0.3439
| O3** | -0.9107 | 0.0106
| BLACK/HISP | 0.1385 | 0.7139
| OTHR* | 0.6977 | 0.0582
| MWD** | 0.7129 | 0.0167
| MND | 0.1042 | 0.6757
| RTIME | 0.0288 | 0.8371
| COMBATSUPPORT | -0.0618 | 0.8179
| COMBATSERVICESUPPORT | -0.3777 | 0.2251
| CIVTRANS | -0.0898 | 0.3945
| PROBJOB*** | -0.5962 | <.0001
| LIFEXP*** | 0.3951 | 0.0016
| MATCHOCC | -0.0625 | 0.8037
| FACTORZL*** | 0.9284 | <.0001
| FACTOR2*** | 0.5038 | 0.0004
| FACTOR3*** | 0.5589 | 0.0002
| FACTOR4 | -0.0897 | 0.4721

*** = Significant at one percent; ** = Significant at five percent;
* = Significant at ten percent.
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b. Interpretation of the Meaning Sgnificance and Magnitude of the
Estimated Coefficients

PROBJOB, LIFEXP, FACTOR1, FACTOR2, and FACTOR3 are al
significant at the one percent significance level, while O3 and MWD are significant at the
five percent significance level. OTHR is significant at the ten percent significance level.
The rest of the explanatory variables are not significant at any of the usual level of
significance. Significance and magnitude of estimated coefficients can be seen in Table
13. The binomial logit model was used to anayze the retention intention of junior male
Army officers in pay grades O1 to O3. The behaviora assumption underlying this
retention theory is that an officer has preferences between two alternatives: stay or leave.
The logistic regression model relates the participation decision of the ith officer Yi to a
“k” dimensioned vector of the individual characteristics of the Army officer. The relative
contributions of the individual determinants of retention may be calculated in this non
linear multivariate model by calculating the partial effects of each variable. The estimated
logistic regression coefficients do not provide direct interpretation due to the non-linear
nature of the coefficients. [Ref. 11] In logit regression, the change in Y from one unit
change in X; depends not only on b1l but also the values of X, X3 and the other
explanatory variables.

The partia effects of explanatory variables on the dependent variable is
calculated by measuring the impact of a one-unit change in each independent variable on
the retention probability of areferent junior male Army officer. Using the mean value for
the continuous variables and zero for the dummy variables, the referent or “base case”
male junior Army officer in this sample is single without dependents, white, combatant in
pay grade O1 with “7 months to less than 1 year” initial obligated service. He believes
that he could easily find a good civilian job, and he disagrees that his experience and
military training are transferable to civilian job. He thinks that life has been about what
he expected when he first entered the military, and he received the military occupation of
his choice. Values used for his level of satisfaction with military intrinsic values, military
career advancement opportunities, military job deployment and economic life, and
military health services were all at the mean levels for the sample. Table 14 summarizes
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the characteristics of the “base case” junior male Army officer. The meanings of
variables in this table are defined in Section B of this chapter.

Table 14. Characteristics of the Base Case Individual
| Variable | Base Case
‘ Race/Ethnic Group (White, Black/Hispanic, and ‘ White
Other)
| Family Status (SND, MND, and MWD) | Single with no dependents
\ Military Rank (01, 02, and O3) | o1
‘ Military Occupational Specialty (Combat, ‘ Combat
Combatsupport, and Combatservicesupport)
| Life Expectations (LIFEXP) | About as expected
\ Matched Military Occupation (MATCHOCC) | Yes
(RRe‘Ir'Tllf\"/lrl]é;]g Timein Initial Obligated Service 7 months to less than a year
(PFr)oRk())all;l‘I]g)ll3 ;)f Finding a Good Civilian Job Agree
Trapgferability pf Military Experience and Disagree
Training to Civilian Job (CIVTRANS)

C. Interpretation of the Partial Effects

The calculated partial effects of the logistic regression model are presented

in Table 15.
Table15.  Partial Effects of Significant Explanatory Variables
| Variable | Partial Effects
| O3** | -0.20640
| OTHR* | 0.17074
| MWD** | 0.17423
| PROBJOB*** | -0.14144

*** = Ggnificant at one percent; ** = Significant at five percent;
* = Significant at ten percent.
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Table 15.  Partia Effects of Significant Explanatory Variables (Continued)

\ Variable \ Partial Effects
| LIFEXP*** | 0.09835
| FACTORL*** | 0.22216
| FACTOR2*** | 0.12486
| FACTOR3*** | 0.13808

*** = Significant at one percent; ** = Significant at five percent;
* = Significant at ten percent.

Interpretation of the partia effectsis as follows:

03

The military rank variable, O3, is significant at the five percent significance level
and is negatively signed. An O3 mae Army officer has 20.6% less retention intention
than an O1 male Army officer, ceteris paribus.

OTHR

The “other race” variable is significant at the ten percent significance level and it
is positively signed. An Army officer of American Indian, Alaskan Native, or
Asian/Pacific Islander origin has a 17% higher retention intention than a white male
Army officer, ceteris paribus.

MWD

The variable, married with dependents, is significant at the five percent
significance level and is positively signed. A married junior male Army officer with
dependents has a 17.4% higher retention intention than a single officer with no
dependents, ceteris paribus.

PROBJOB

The probability of a finding a good civilian job variable is significant at the one
percent significance level and is negatively signed. A one-unit increase in the probability
of finding a good civilian job, given the base characteristics, yields a 14.1% decrease in

the retention intention for male Army officers, ceteris paribus.
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LIFEXP

Officers’ expectation for life when they first entered the military is significant at
the one percent significance level and is positively signed. A one-unit increase in the
expectations of male Army officers for military life results in 9.8% increase in intention
to continue the military career, ceteris paribus.

FACTOR1, FACTOR2, FACTOR3

Three of the factor analysis variables, satisfaction with military intrinsic values,
military career advancement opportunities, and military deployment and economic life
are all significant at the one percent significance level and are positively signed. A one
standard deviation increase from the average component score for these factors results in
a 22.2%, 12.5%, and 13.8% increase in retention intentions of Army officers,

respectively.

D. GOODNESSOF FIT
The ultimate goal in aay multivariate regression model is to find explanatory
variables that are theoretically sound and relevant for meaningful policy interpretation.

In this model, seven of the seventeen variables have a significant impact upon retention.

First, in order to measure the goodness-of-fit, a Global Null Hypothesis was
tested. The test (-2 Log L) has a Chi-Square distribution with the null hypothesis that all
regression coefficients in the model are zero. The junior male Army officer retention
model produced a -2 Log L Chi-Square score of 182.7976 with 17 degrees of freedom
and a probability value of <0.0001. Based on this, the null hypothesis that the coefficients
of al of the explanatory variables in the model are zero was rejected. It is concluded that
the explanatory variables as a group are statistically significant in explaining the

dependent variable.

Another measure for goodness-of-fit of logistic regresson models is R2ID (the
percentage of correctly predicted observations in the sample). The model’s F(7p (Number
of observations predicted correctly/ Total Observations) is 72.7 with the probability cut-
point of 0.58. Thus, it can be concluded that 72.7% of the observations in the data set are
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classified correctly as stayers or leavers when using this model. The generalized
coefficients of determination for general binomial models, R and Max R [Ref. 5], are
0.28 and 0.38, respectively for this model. These are relatively low values for these
statistics, but typical for models of individual level retention.

The degree of multicollinearity present is another goodness-of- fit measure applied
to multivariate regression models. Multicollinearity exists when an explanatory variable
is linearly related to one or more of the other explanatory variables. [Ref. 26] A
sufficiently strong linear functiona relationship between two or more explanatory
variables can make the coefficient estimates unstable. In order to detect multicolllinearity
in this model, simple correlation coefficients between the explanatory variable were
examined. Pay grade, length of service, and age variables were found to be highly
correlated. The year of service (YOS) variable has the correlation coefficient of 0.67 with
the age variable (RAGE_M). Another measure of the severity of multicollinearity is the
variance inflation factor (VIF). The variance inflation factor (VIF) is a method of
detecting the severity of multicollinearity by looking at the extent to which a given
explanatory variable can be explained by all other explanatory variables in the equation.
[Ref. 26] The VIF of the age variable (2.070) was found to be greater than the VIF of the
model (1.407). As a result of these tests, the age and length of service variables were

omitted from the model and the pay grade variables were retained.

Furthermore, in order to reduce the number of collinear variables measuring
similar satisfaction attributes among related groups of variables, factor analysis was used
and nineteen “satisfaction with military life” variables were combined and reduced to
four uncorrelated principal components (See cognitive characteristics and factor analysis

for this procedure in Section B of this chapter).
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V. QUADRANT ANALYSIS

The purpose of “Quadrant Analysis’ is to determine which employee satisfaction
variables need improvement in order to raise an organization's overal level of job
satisfaction. The analysis involves determining the importance of each employee
satisfaction facet to overall job satisfaction and an organization’s current performance in

each facet. Two metrics are used for each employee satisfaction facet:
1 Importance Metric

A measure of the importance of each employee satisfaction variable (Pay, medical
care, dental care, retirement, promotion, advancement, training, assignment, deployment,
other duty, manning, morale, workload, personal time, leadership, military values,
enjoyment) to overal military job satisfaction. These variable correlations with overall
military job satisfaction are used to determine the degree to which each variable is related
to overal job satisfaction. A value of “0” indicates no correlation, and a value of “1”
indicates perfect correlation. Variables with correlations closer to “1” are considered to

have higher importance. Table 16 displays the importance metric.
2. Performance Metric

This metric indicates how well the military performs in each facet of satisfaction
with the military. For each of the 19 satisfaction variables, the percent of respondents
who indicated satisfaction with that variable is determined. This performance metric is
constructed by recoding responses as, “very satisfied and satisfied=1" and “dissatisfied
and very dssatisfied =0.” The closer the percent is to 100, the better the military is
performing. Table 16 displays the performance metric.

Before plotting the data in the graph, the plot was partitioned into quadrants. The
initial placement of the lines to form the quadrants of equal size is somewhat arbitrary
and should be thought of only as a starting place. The lines can be moved up or down, or
left or right to include more or fewer items in each quadrant, as specific offices or
programs see appropriate. For this thesis, the cutting lines for performance and

importance are 50% and 40%, respectively.
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Table 16. Quadrant Analysis Variables

Satisfaction Variable | Labels ‘ - I_:requ.ency. - ‘Performance‘lmportance
Satisfied |Dissatisfied
| PAY . P | 241 | 306 | 4406 | 028
| MEDICARE M | 251 | 296 | 4589 | 031
| DENTAL CARE . D | 288 | 259 | 5265 | 023
| RETIREMENT ' R | 102 | 445 | 1865 | 024
| PROMOTION | PR | 328 | 219 | 599 | 027
| ADVANCEMENT ' A | 367 | 180 | 6709 | 032
| TRAINING T | 288 | 2859 | 5265 | 040
| ASSIGNMENT | AS | 309 | 238 | 5649 | 046
| DEPLOYMENT . DE | 157 | 390 | 2870 | 037
| OTHER DUTY | O | 134 | 413 | 2450 | 036
| MANNING ' MA | 8 | 464 | 1517 | 028
| MORALE ' MO | 204 | 343 | 3729 | 039
| WORKLOAD W | 205 | 342 | 3748 | 045
| PERSONAL TIME . PE | 140 | 407 | 2559 | 044
| LEADERSHIP L | 246 | 301 | 4497 | 040
| MILITARY VALUES | MV | 316 | 231 | 5777 | 041
| ENJOYMENT . E | 260 | 287 | 4753 | 058
' PCS . PC | 219 | 328 | 4004 | 027
| SECURITY S | 408 | 139 | 7459 | 016

PERFORMANCE: Percentage of satisfied members
IMPORTANCE : Correlation with overall satisfaction variable

n=547

Quadrant analysis results are presented in Figure 5. The interpretation of the

results follows;

48




QUADRANT ANALYSIS FOR JUNIOR MALE ARMY OFFICERS WITH PAYGRADE BETWEEN 01 AND 03
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LABELS: RETIREMENT=R, MANNING=MA, PROMOTION=PR, PERSONAL TIME=PE, OTHERDUTY=0, DEPLOYMENT=DE,
TRAINING=T, WORKLOAD=W, ASSIGNMENT=AS, SECURITY=S, ADVANCEMENT=A, MORALE=M O, PCS=PC, PAY=P,
MEDICARE=M, LEADERSHIP=L , DENTALCARE =D, MILITARY VALUES=MV, ENJOY MENT=E

Figure4.  Quadrant Analysis for Junior Army Male Officers

a. QUADRANT I: Critical Improvement Areas (high importance,
low performance)

In the workload, personal time, enjoyment satisfaction areas, the military is
not performing as well as it could be, but these have a considerable impact on overall
satisfaction with military life. These areas are excellent candidates for immediate
attention.

b. QUADRANT |I:
importance, high performance)

Maintain Current Level Areas (high

In the assignment, military values, and training satisfaction areas, the
military is performing well and these are important to overall military job satisfaction.
The military should continue current practices and allocate resources for these items so
that member satisfaction does not decline and negatively affect overall military job
satisfaction.
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C. QUADRANT I1I: Lower Return to Improvement (low
importance, high performance)

In the dental care, promotion, security, and advancement areas, the
military is performing well, but, while important to overall military job satisfaction, these
facets do not have as great an impact as some other variables. Generally, additional
resources should be devoted to these areas, only if these are low cost improvements.

d. QUADRANT IV: Lower Return to Investment (low importance,

low performance)

In the manning, other duty, retirement, deployment, morale, leadership,
medical care, pay, and PCS areas, the military is not performing as well as it could, but
these are also not considered to have a critical impact on overall job satisfaction. Thereis

a lower return on the investment in these variables, but, given resources, improvement
could be sought.
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VI. CONCLUSIONSAND RECOMMENDATIONS

A. CONCLUSIONSAND RECOMMENDATIONS

This thesis investigates the factors that influence the retention intentions of 680
junior male Army officers who are serving within their initial obligated service. Data for
this thesis were drawn from responses to the 1999 DoD Survey of Active Duty Personnel
[Ref. 36] to estimate the models. The survey includes data on the retention intentions of
service members. Past research has shown that a member’s intention is a good predictor
of retention behavior. Logistic regression analysis is used to identify demographic,
tenure, economic and cognitive characteristics that significantly affect the intention to
stay or to quit the military and to assess their relative importance. The SAS software
package is used to analyze the data.

The model developed is successful in identifying several factors influencing the
retention intentions of junior male Army officers. Eight of the seventeen variables
included in the model have a significant impact upon retention. The factors found to
influence officers decision to remain on active duty include: among the demographic
characteristics, family status and race; from the tenure characteristics, military rank (O3)
and military life expectation; from economic characteristics, probability o finding a
good civilian job, and from the cognitive characteristics, satisfaction with military
intrinsic values, military career advancement opportunities, and military deployment and

economic life.

These statistically significant explanatory variables can be valuable to Army
manpower planners. For example, based on an analysis of model partial effects, a married
male junior Army officer who has dependents is 17.4% more likely to stay in the military
than is a single officer with no dependents, perhaps due to the greater opportunity costs
associated with leaving the military and finding employment with similar pay and
benefits for those officers supporting their dependents. Thus, it is recommended that the
Army continue its emphasis on family-oriented programs. Improvements in areas such as
care for dependents and family services not only impact the morale and readiness of its
personnel but also influence retention.
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An Army officer of American Indian, Alaskan Native, or Asian/Pacific Islander
origin has a 17% higher retention intention than a white male Army officer. This result
suggests that, using retention as the only measure of effectiveness, more advertising

dollars might be spent to recruit members of this group.

An O3 male Army officer is 20.6% less likely to remain in the military at the end
of his obligated service than is current O1 officer. Experience in military makes these
officers attractive to civilian sector and increases their marketability. However, O3s are
also more valuable to Army than O1s because of their high supervising, management and
training abilities over enlisted soldiers. These results dictate that the Army should put
emphasis on career orientations of O3s rather than O1s who just signed their contracts
and supposedly are content with military life.

Officers expectations for life when they first entered the military are also shown
to be a sgnificant influence on intentions. This result indicates that recruiters and
advertisers should display military life as it is, rather than naking exaggerations and
misleading young individuals with illusions. If the expectations of an individual are not
met after entering the service, he is more likely to quit at the end of contracted service,
incurring high training costs to the military. Demonstrating military life accurately to
young potential military joiners may decrease the number of accessions, but the Army
could retain more officers whose expectations are met. (9.8% in this study)

The perception of external employment opportunities is also important and
significant in the retention decision process for junior male Army officers. Officers who
strongly agree that they can find a good civilian job are 14.1% less likely to remain on
active duty. Although the Army has little or no control over the chance of finding a good
civilian job aternative, policy maker should remain aware of how this factor affects
retention, and how it can vary over time. However, using career counselors effectively for
those people nearing their initial obligated service may have a positive effect on
retention. The counselor could inform the officers about what they can realistically
expect to earn in civilian jobs and then emphasize the advantages the Army can offer
over civilian opportunities.

Satisfaction with  military intrinsic values, military career advancement
opportunities, and military job deployment and economic life yield 22.2%, 12.5%, and
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13.8% increase in retention likelihood of junior male Army officers, respectively.
Although these component factors give an idea about how these satisfaction variables
affect the retention intentions of male Army officers. Separating the effects of individual
facets of satisfaction is difficult. A quadrant analysis of the satisfaction variables
indicates target areas for improvement in order to raise the military’s overal level of job
satisfaction. It is concluded that the areas of strength for the Army are assignment,
military values, and training. In these satisfaction areas, the military is performing well
and these are important to overall military job satisfaction. The workload, personal time,
enjoyment satisfaction areas are problematic areas of the Army and need immediate
attention. Improvements in the manning, other duty, retirement, deployment, morale,
leadership, medical care, pay, and PCS areas are not considered to have a substantial
impact on overall job satisfaction due to the lower return on investment in these
variables.

Finally, the Army should not expect additional resources devoted to the dental
care, promotion, security, and advancement areas to have as great an impact as they

would if expended on other areas.

B. FUTURE RESEARCH

The inadequate number of women and minorities in this thesis made it difficult to
analyze the factors that may have affected the retention intentions of these important
groups. Future surveys should attempt to assure sufficient sample size of these groups to

conduct appropriate retention analysis.

This thesis used data from the 1999 DoD Survey of Active Duty Personnel to
develop an econometric model to predict junior male Army officer retention intention.
Due to the relatively recent fielding of the survey, this thesis was unable to test the
validity of intention as a predictor of actual retention behavior. However, the results of
the econometric model should be confirmed when actual turnover behavior information
becomes available. Did the member stay or did he leave the military service? Does his
actual behavior match his intentions? The validation of a model designed to predict
retention intentions can only occur when follow-on data are used to compare the
members’ intentions with their actual behavior.
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This thesis also focused on the distinction among combat, combat support, and
combat service support groups. These are very broad groupings. Future research should
examine the differences in retention intentions by military occupational specialties
(MOS).

Since O3s' retention intentions differ from O1s, future research should analyze
O3s separately and identify the factors influencing the retention intentions of these

officers who are of critical importance to the Army.

Army officer retention intentions are very sendtive to intrinsic, career
advancement, and job deployment aspects. The more dissatisfied a junior male Army
officer is with these aspects, the less likely he will be to stay in the Army. Further
research should be done to define how effort should be expended in order to maintain

each of these satisfaction variables at high levels.



APPENDIX

1999 SURVEY of ACTIVE DUTY PERSONNEL

DEFENSE MANPOWER DATA CENTER ATTN:
SURVEY PROCESSING CENTER DATA RECOGNITION

CORPORATION 5900 BAKER ROAD
MINNETONKA, MN 55345-5967

DMDC Survey N0.99-0001
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ASSIGNMENT INFORMATION

M?“""".l R EAHIES

During the past 12 months, hew many heurs per
weeh did vou usually work?

L. O 400 hous or less

0 4150 hers

3 O 5160 hovrs

4 CHAT-TO hows

£ O 7180 s

£ V&1 howws or mare

Z. During veur [ast full werkweek, how many hours did

you work?

L O &0 hoars ar less
T O ALE0 hows

3 O S1.60 s

4 OHALTO hows

5 O T1-80 howrs

£ Ol hnws o e

R 'ﬁ"l.rn yau have had to work mere hours than wual
during the past 12 manths, what were the primary
reasons? (MARK ALL THAT APPLY.)

DMt applicable

) Missim critical requirements

2 Mission preparationiraining mainenance

3 Tasked with additional duties (e.g., special

projects)

3 Uit was getting ready for deployment

3 Marming not sufficient for workload (e, not

enciigh suthorzstiensTrillets)

1 Tnit was under-manned (ie.,

anthoratinsbillets not filled)

) Fart of unit was deploved

) Demanding supervisor

{3 Problems invohving subordinates

) High woakload

2} Poor plaming or lack of planning

) Odhers were not carrving their workload

) Inigpections and epection preparation

) Equipment failwre and repairs

P ONone of the above

MERI0A% (DM

4. Are you currently assigned to ship or shere duty?
L. O Ship
2.t Bhore

61 O Diges not apply, 1 do not have a ship/shore rotation

it

|C:

CPREFFFE

In this survey, "permancot duty statien” is considered
vour permanent post, base, port, or sther duty locatisn,
such s, o pecruiting statisn.

56

5. Whﬂms veur permanent duty station lecated?

1. OInane of the 50 States or the [ristrict of Columbia

¢ In American S8amoa, Guam, U8, Yirgin [slands or
FPuerto Rico

3 O Owerseas

MR [ Coding Note ]

. Are vou curveatly on a deployment that will keep
vou away from home for at least 30 consecutive
days?

L O Ves
IO Mo —=Goto (uestion & MUGNESE

ik Where are vou currently deploved?
1 O Inone of the 50 States or the Dristrict of Colombia
. O In American Samon, Guam, U5, Virgin Islands or
Puerto Fica
3O Overseas
4 O Afloat af sea

MENE (OO0 4F0] £
8 Where do vou live at vour permapent dutv statisn?

1 O Aboard ship

L. O Bamracks/dorm (inechding BEG or BOC

3 O Geographic bachelor s barracks

4 OvMiltary family hovsing, onbaze

& CrMiliary family hovsing, off hase
5 O Ciwil iam honsing that [own or pay morigage on
T O Military or civilisn homing that [ rent, off base
B O Oher

MEHAMIHIL (Q01SENLS)

LR How satisfied are you with the fallowing
characteristics of your aurrent residence and

community ai yeur permaneni dufy siation?
Sumes Very dissatisfied

4=clHssatichied
Aeee Naither satisflied nor dissatisfied |
d-—Satisfied |
1= Very satished 6
& Cost of residence
b Quality and condition of o0
regifence
o, Amownd of livable space in o0

O
0
resifence
4 Privacy of residence (8]
e, {mlity of housing i the 000
ares where vou live
f Bafely of the area where you 000
0
(8]
]

lrve
2 Distance fo workplice a0
o0

|

0

0

0

o000

0

0

o

h  Distance to shopping aress (8]
0

Lo T e RS R o E o B o B o O - O &

oo

i Distance to pecrention sheas



M9910A-M9210R/ Coding Note 36

10.  Why did you cheose your current residence at your
permanent duty statien? (MARK ALL THAT
APPLY))

A OThad no choiee in my residence
B._. O Best value for the money
G . O Safety and security
D_. O Close to workplace
E._. O Close to base facilities, services or programs
F... O Spouse's choice
G_ O Better schools
H_ OFewerrules
1. OPrivacy
T O Wanted to live in a specific area or community
K O Available right away
L... O Military housing was unavailable
M_ O Civilian housing was mnavailable
N__ O Better than available military housing (on base
or off base)
QO Better than available civilian housing
P O Wanted military neighbors
Q. O Wanted civilian neighbors
R._. QOther
Mo%11
11.  If your cost te live in civilian or military housing at

your permanent duty station were the same, where
would you prefer te live?

1.. O Military housing, on base

2 O Military operated housing, off base
3. O Civilian housing

M9912 (O018/E018) / Coding Note 2

12.

During your active duty career, how many
permanent changes of station (PCSs) have you
made? (INCLUDE PCS FOR A REMOTE OR
UNACCOMPANIED TOUR.)

101 5. 06
2. 02 1 07
3 03 & 08
4 04 9 09
5 035 10, O10 or more

M9913A-MI913Z, (CO1Z/E01Z)

13

For your most recent PCS move, were any of the
following a problem? (ANSWER EVEN IF THIS IS
YOUR FIRST ASSIGNMENT.)

a. Change in PCS orders (report
date or destination)

b.  Hours and location of offices 0000
providing PCS assistance
o Waiting for permanent housing 00000

to become available

57

Selling or renting out vour
former residence

Purchasing or renting vour
current residence

Amount of time to prepare for
move

Shipping/storing household
goods

TAD/TDY enroute

Temporary lodging expenses

Costs related to security
deposit(s)
Cost of moving pets

Cost of moving vehicles

Costs of setting up new
residence (e.g., curtains,
carpeting, painting).
Settling damage claims

Non-reimbursed transportation
costs incurred during the move
Timeliness of reimbursements

Accuracy of reimbursements

Time off at destination to
complete move
Change in cost of living

Loss or decrease of spouse
income
Spouse employment

Transferability of entitlements
(e.g., Supplemental Security
Income)

Obtaining special education
services

Spouse/dependents changing
schools

Transferability of college credits

Availability of childeare

-6---- Does not apply

c O o o o o o O

o o o o o O o o o
o o o o o O o ©o ©
o o o o o O o o o
o o o o o O o o o
o o o o o O o ©o ©

o o o o

Semewhat of a problem

c o o O © O o o O O

lollolN oo

0
0
0
0
0
0
0
8]
0
0

o o o o

\
0
0
0
0
0
0
0
8]
0
0

o o o o

c o o O © o o o O o__

lollolN oo



In this anvey, the defimition of "military duties” incdudes
deplovments, TADTIVY's, training, military education,
time gt sea, and fiedd exercisesialerts.

MR Codne e 3

14 Tothe post 13 momths, have voi been away Trom
your permasent duty station evernight becanse of
yeur military duties®

1 OYes

2. O Ne— Goto Question 1% ME4SE
MERLS
15, TImthe past 12 moni ks, how many separate times

were you away frem your permancet duty station
for at lesst ene might becanse of your milifary

dties”
L O 12 times 50900 times
T O 3-dtimes § CH117 fimes
3 O 5.6 times 7 (13 times or more
4 O 7-5times
l'*'i??‘.] LRI

During the past 12 months, hew long were you away
frem your permancni duty sstiem for the follswing
military duties” (ADD P ALL NEGHTS AWAY
FROM YOUR PERMANENT DUTY STATION:
ASSIGN EACH NIGHT TO ONLY ONE TYPE OF
MILITARY DUTY.)
f-—- 10 menths te 12 menths
Foree T months to less than 10 menths |

4o 5 manths to less than T months | |
3w 3 momthe to lose than 5 manths | |

A== 1 memth to less than 3 menths | |
Jzz== Lot tham 1 month |
(onee Mome ||

[
| |
& Pescebeepmgarother O 00 00
cOmingency operation
b Forim hmanitarian = O QG O 00
asgislance mission
c.  Unit treining stcombat OO O O 0
fraining centers
d  Couer drgoperaion O O 0 0 O
o, Domeste deaster o QOO0 00
cvil emergeney
f  Timeat sea fr QOQ0000
sheduled deplavmeniz
{othes than For the
A
g {Hher ime at sea DO000000
{other than for the
Al
b Jomt traming/field Q00000
exgrcise sialerts {uher
thean for the aboved

famee 10 mivmths ta 12 maomwt hs

Femem T mionths to less than 10 months |

Heome § months to less than T months | |
3 } momths to less than 5 mowths | | |
d——1 momthto less than 3 months | | | |
|-=-Les tham Dmonth | | | | |

|

i Milwary ndu{:atmnm-_-h“e | fS (E&) fS'D
{ndher than for the

alrane)
Other TADR/TD s DO00D000

I*J.‘?'?]"" ';WE"'- 1)

Imthe pasi 12 months, what was the total lenzth of
time you were away frem your permancat duty
stativn becawse of your military duties? (ADD TP
ALL NIGHTE AWAY FROM YOUR
PERMANENT DHITY STATHON.)

1 O Lees tha 1 manth

;,_ 0 1 moath to less than 3 months

J. 0% meomthe b laee than 5 moaths

4 O 3 months b lesz fhan 7 moaths

& 7 roonths b lses fhan 10 menthe
G 010 montheta 11 moaths

MIZIBAMELET COTRENTEY. Coding Mpe 4

18,

During the past 17 menths, have any of the fellowing
been a concern while yon were away? (MARK ALL
THAT APPLY.)

A 0 Managing expenses and bills

B0} Howsehold repairs, vard work, car mainjenance

O3 Bdornge ar seeurity of personal belongings

[+ (0 Pet care

B O Intemugption of off duty education

F_ ¥ Loss of part-time job

GO Yo abiline to commmieae with famiky

H. O Safery of vour family in thelr commmity

L. ¥8pouse's job demands or education densands

1 O Ohibdears sroangzensents

B Oy Elidesesre

L. Ohald'schildren's education

MO Serions health or emaotional problemes of spause,
child, parent, zibling, or eklerly Bumily member

WO Divoree or maritsl problems

£+ O Birh or adoption of & child

PO Your or vour spowss’s pregnancy

i+ _(»Death of a family member

B0 Mazjor financial hardship or banknsptey within
o family

& O Major home repair or replacement die tn
casualty, feft, fire or severe weather (e.g.,
tnsricane, flood, earthquake, temado)

T Oither (specifv)

MU 85P / Coding Note 4




g

1%, Hew many days ever the past 12 months bave vou
been detailed for work nutside the scope of your
primary duwties {e.g., “augmentee” asignments,
maiptenance tasks, installation suppert, suppert
tasking, and wing ready teams)?

1. O Mo
10110 days
2 01140 days
3. OV21-30 davs
40 3140 days
§ O 4130 days
£ O 51- 60 davs
7. O Maore than 60 dus
MOSAOA MG
20, How prepared de you belisve yowr unit is te perferm

it% missdom with regard o .?

et | | |
3 Manning bevel 00000
b, Training 00000
c.  Parts and eiuipment 00000

Suppose veu will be in the mlitary for the next 12

manths. What is the total leagih of rime that yeu

wordd gxpect to be away from your permanent duty

station because of veur military duties?

&2 O would maod epect it be away from my
pemaanent dofy tation i dhe next 12 monthe

1. O Less tham 1 month

2 03 1 month to less than 3 manths

3 T3 3 months to less than 5 monihs

4 00 & months to lees than 7 monihe

§ O T manths to leze than 10 manths

£ O 1 montts to 12 months

GAREER INFORMATION

Mo

T

What were vour career imtentisns when you first

enfered active duty?

1. O Lintended to remain on active duiv util [ was

eligitle for retirement

2. Cr Timtended to complete my obligation and hen
leave active doty

3. O Tams ot supe i Twonld stay o active duty ol
leave

59

MY T AN S Codme Mote 36

2%, Thinkback to when you first entered active duty.
Which of the following best describe the primary
reasons why you joined? (BLARK ALL THAT

AFPLY)
A Troable insallege ar breal from soheal

B.  Getaway from family, persomal sibiabion, orhoms

borwm

Tire bo fignre out what vou wanted 1o do

Teet youreelf phyrsizal br or mentally

Challenging or intkerseting work

Alvarys wanted ba be in e militery

bdilitarsy treditian in sour farrdhy

Parents” sncouragsrmnt

Doseire ba marms your connkry

[rmage portrayed by military persoanz]

Fewar no dvilian job opportunifiss

Payand allowanoen)

Retiremen t payrand bensfits

Secarite and stabality of the job

Cpporiuity b wark in a apecific peenpation

Training in sklls wsedful for ervilian smployent

Fumily banefitz

Tresl and new axpenienses

ey For college, collegs repayrosnt, sducation

bensfit end oppottonitics

Persanal growth and matunky

1T, Cther

o mmmaa

WEOWOBRT CEST

(=lelielelelelsiolelolelelelolelsle ool ele
=

Maxd

M, Ofall your rensons listed in Question 23, which is the most
{mgrortamt reason why yau foined?

J 4 54 7 88 101111

M2Ls
35 amd which b othe pext post important reazon why yoa
Jolned?

1113

MRE L Lo e S

I Whes you firstembered active dety servlee, did you kave 3
preference for a miliry ocenpation’?
1 O Yes
1 ONa P G to Quastion 28 MIS25ER

WET

I T you recelve the military oceopation of gour chodee?

1O

1 OHo, bt ] resived arelaied cocopation

1 OHa, [ mezived angooupation unralabed bo ooy
chotos



How satisfied are you now with the military
occupation you received when you first entered
active duty?

1. O Very satisfied

2 O Satisfied

3. O Neither satisfied nor dissatisfied

4 O Dissatisfied

3 O Very dissatisfied

M9929% (G004/E004Y Coding Note &

29.  Inwhich term of service are you serving now? (DO
NOT COUNT EXTENSIONS AS SEPARATE
TERMS OF ENLISTMENT.) MO9298K

1. OTam onindefinite statas & Go to Question 32

2 Q7T am an officer serving an cbligation

3. O Istenlistment

4 2nd or later enlistment

How much time remains in your current enlistment
term or service obligation?

0 Less than 3 months

. O 3months to less than 7 months
. O 7 months to less than 1 vear
O 1 year to less than 2 vears

O 2 vears to less than 3 years

. O 3 years or more

e e

How likely is it that you would be allowed to stay on
active duty service at the end of your current term or
service obligation?

1. O Very likely

2. O Likely

3. O Neither likely nor unlikely
4 O Unlikely

5 O Veryunlikely

32.  Suppose that you have to decide whether to stay on
active duty. Assuming you could stay, hew likely is it
that you would choose to do so?

1. O Very likely

2 O Likely

3. O Neither likely nor unlikely
4 O Unlikely

5O Veryunlikely

33 If you stay on active duty, when would you expect
your next promotien to a higher grade?
1. O Less than 3 months
2O 3 months to less than 7 months
3. O Tmonths to less than 1 year
4O 1 vear to less than 2 vears
52 years or more
63 O Doesnet apply, I do not expect a promotion
&4 O Does not apply, I have no oppertunities for
promotion

60

34, Does your spouse, girlfriend, or boyfriend think you
should stay on or leave active duty?

1_ O Strongly favors staying
2. O Somewhat favors staying
3 ) Has no opinion one way or the other
4. O Somewhat favors leaving
5. (O Strongly favors leaving
65 O Does not apply, T don't have a spouse or
girlfriend/bovriend

35, If you could stay on active duty as long as you want,
how likely is it that you would choose to serve in the
military for at least 20 vears?

1. O Very likely
O Likely

_ O Neither likely nor unlikely

. O Unlikely

O Very mlikely

When you finally leave active duty, how many total
ears of service do you expect to have?
TEARS

For example, ifvou axpect
io leave after completing
Svears of service, outer
“067in the boxes and fill
in the corrarponding
circles, To indicate less
than I year, suter “00.7

o k2 e o

L=l R R O S =

If you were to leave active duty in the next 12

months, what would be your primary activity?

1 O Attend college or wniversity

2 O Work for civilian company or organization

3 O Work in a civilian government job (local, state, or
federal)

O Manage or work in family business

O Self-employed in your own business or profession

O A homemaker/housewife/househusband

0O Go into full-time retirement

O Nore of the above

[

38.  When you leave active duty, how likely is it that yeu
will join a National Guard or Reserve unit?

- O Very likely

O Likely

O Neither lilely nor mmlikely

. OUnlikely

O Very unlikely

67 O Does not apply, I am a member of a National
Guard or Reserve unit
68 O Does not apply, retiring or otherwise ineligible

T



M9939A-MOIIVKK (O136/E13T)

39, How satisfied are you with each of the following?
6---- Does not apply
; ery dissatisfied |
4-—-Dissatisfied | |
3---- Neither satisfied nor dissatisfied | | |
|
|

---- Very dissatisfied |
Dissatisfied | |
3---- Neither satisfied nor dissatisfied | | |
\
\

2 Satisfied | | |
Loz Very satisfied | | | |
000

61

2---- Satisfied | | | V. Amount of personal/ 00
1o Verysatisfied | | | | family time you have
A. Basic pay 00000 W. Off duty educational 00000
. . . opportunities
Special and incentivepay 0 0 000 O X, Quality of leadership 00000
Reenlistmentbonssor 0 00000 Y. Military values, lifestyle, O O 0 0 O
continuation pay program diradition
. Housing allowance 000000 an .
Z.  Amount of enjovient 00000
from your job
SEPRATS/ COMRATS, 000000 Jour
subsistence allowance AA Frequency of PCSmoves O 0O 00O
Military housi 000000 .
fary housng BB. Job security 00000
 Medical care for you 00000 (. Location or station of 000000
hoice, homeportin
. Dental care 00000 ¢ 101ce, HOMEpOrting
il eate for you DD. Co-location with your 000000
Retirement 4 00000 military spouse
gt Hement pay you wot EE. Medical care for vour 000000
.. . family
Cost of living adjustments O O O O O .
(COLA) to retirement pay FF. Dental care your family 000000
. Other reti t berefit 00000
suchra;eniie‘;;:earll cajzﬁa.rll; GG. Youth activities on base 000000
use of base services .
Pace of your promotions 00000 HH. Schools for vour ¢hildren O O O 0 O O
Chances for future 00000 I  Spouse employment and 000000
advancement career opportunities
. Trainingand professional O Q0 0 0O O JJ. Military family support 000000
development progranms
Tvpe of assienments 00000 KK. Acceptable and affordable O O O O O O
' re};zive 4 s childcare
Deployment 00000 Mol
ployments 40,  Evenif you have ne plans to stay, of all the factors
Other military duties that 00000 listed in Question 39, which is the most important
’ take youawaz from factor for staying or considering staying en active
2
permanent duty station duty?
Availability of equipment, O O O 0 O 2 B C DEFGC HIT XL M
parts, and resources 12 3 45 6 7 8 9 10 111213
Level of manning in your 00000 N OPOQRSTTUVWIXTY?Z
unit 14 15 16 17 18 19 20 21 22 23 24 2526
Your unit's morale 00000 AA BBCC DD EE FF GG HH II 7 KK
27 28 29 30 31 3233 34 3536 37
. Your personal workload 00000 Mag4l
41,  ...and which is the next most important factor for
staying or considering staying on active duty?
A BCDEV FG HTIJIKTLM
1 2 3 4 5 6 7 8 9 10 1112 13
N OP QRSTUVWIXYZ
14 15 16 17 18 19 20 21 22 23 24 2526

AA BBCC DD EE FF GG HH IT JT KK 0 None
27 28 29 30 31 3233 34 3536 37 0




g4

4L

Even if you have mo plans to leave, of all the factors
listed 1m Question 3, which is the mest impo i ant

facter for leaving or considering leaving sctive duty?

& — -
.E.I-\JU:I

4 15
AL BB EE
27 28 39

M43

43

.3 which ks the wexi most imponiant factor for
leaving or considering leaving active duty?

A

I
10
w

Pl =]
-='.“°'--

E
R 1
12 !l 52
DD EE FF GG HH 11 J7 KK GNDM
g3 31 03233 34 35330

Twme
EHﬂﬂ

L
2
Y
1

';:’;4:?!
Awﬂg

ik

=

i

=
B

R =Rl

B

C
k]
F
16
i
3 2

e

L

MILITARY LIFE

MERAMEBE

44.

Hew impariant sheuld the following faciors be in
determinng total military compensation, incnding
pay, benefits, and allowances?

dhenss [hoes mok apply

SNt impertant

4= Somewhat important
Feoee Modlerately important | |
Loz Tmportant | ||
Lo Veryimportamt | | ||
x Job diffienity OO0 000
b Job performance OO0 000
¢ Dangsr CCO000
d  Time spent away from 00000

home

o Mhmber dfhowsworked O O O O O
f  Lewel of responsibility 0000

£ Amomt of Q0000
educstion/traming

R Years of experience GO0 00o0

i Ameount crvilian 000000
emplover would pav fon
thiis type of work

jo Ameut needed to Co000
provide for family

k. Costof living Qo000

MOO4SAMAAR] (OB S0
45, Hew much do you agree er disagres with the
following statements?

S-‘trrrlglv disagree

e e R e

|
|
& Dhring the past 12 mords, the 0000
mvistong I was invoheed with
were importan e the ratinal
iderest
b, Thwing the past 12 mondls, Q0000
mast o sl of the military duties
1 performed mproved or
mairitaine it o dividoal
readings:
e D would find it rewarding to Q000C00
deploy oma
peacckeeping pescemaking
aperation fe-g., Bomia)
4. Twoold find it rewarding fo Q0000
deploy on an overseas
Fmsriterian relief effort (e.g,
foreign dissster relief sach as
Miaragis)
g Very listle of mov eaperience QO00C00
aned raming can e diresily
ransferred to & civilian job
£ Mweddbe ssvimmetogeta O O O 0 0
god civilian job if T lefi the
milikry o
g Ihavesprmygesd idenofme O O O O O
kinds of jobe L oonld get s a
civilian
b Dlave a pretiy geod idea of 00000
what pay Leould get 352
civilian
i, The benefits availairle 1o Q0000
militsry persormiel snd them
families have eroded over the
past few vears
§o I asked today, Daeuld 00000
encomage others te join the
military
46, Imgeneral has vour life been better or worse than
vou expected when you first entered the military?
14 Muoch betier
I Somewhat better
3O Aot what von expected
4 0 Somesiul worse
& 0 Much worse

99 O Dot remember

62



47.  In general, has your work been better or worse than
you espected when you first entered the military?
1. O Muwch better
2. O Somewhat better
3. O About what you expected
4 0O Somewhat worse
5. O Much worse
99 O Don't remember
MO948A-MO948K/ Coding Note 36
48.  During the past 6 months, have you done any of the
following te explore the possibility of leaving the
military? (MARK ALL THAT APPLY.)
A O Thought seriously about leaving the military
B. O Wondered what life might be like as a civilian

¢ O Discussed leaving and/or civilian opportnities
with family members or friends

. O Talked about leaving with your immediate
supervisor
E. O Gathered information on education programs or
colleges
F. O Gathered information about civilian job options
(e.z., read newspaper ads, attended a job fair)
G O Attended a program that helps people prepare for
civilian employment
H O Prepared a resume
L O Applied for a job
I.. O Interviewed for a job
K. ONone of the above
M9949A-M9949] (O094/H005 O100/H100)
49, How de your eppertunities in the military compare

to opportunities you weuld have in the civilian
world?

29-——Don’t know

d-—: Somewhat better in the military |

\
|1
| |

a.  Promotion opportunitiss 00

b, Amount of personal family O000O0
time

c.  Hours worked per week 00000

d. Vacation time 00000

¢, Education and training 00000
opportunities

f. Total compenaation {pay, O000O0
bonuses, allowances)

g Health cars benefits O000O0

L. Retirement benefits 00000

1. Senseof 00000
acoomplishmentprids

J. General quality of life O0000

|
\
|
|
\
0
0

S O o o o o O

63

MO950A-MIOSIM

51

How much do you agree or disagree with the
following statements?

4:=:- Disagree
3-..- Neither agree nor disagree |
Lz Agree | |
loStronglyagree | | |
a.  Most of my friends belong to 0000
the military community
b. The military community is there O O O O
for me when I need it
o. lhavealotincommenwihthe O O O O
civilian community
d. Members of the military 0000

community sometimes tum to
me for help or support

e. Living on base helps active 0000
duty members and their families
make ends meet

f. Italk up my Service to my 0000
friends as a great organization
to be a part of

2. There is not muh to be gained 0000
for me by sticking with a
military career

|
|
;
0
0]
0]

0

h. [ am proud to be a member of 00000

my Service

i Ifind that my values and the 0000
values of my Service are very
similar

j.  Beinga member of my Service 0000
inspires me to do the best job I
can

k. Twould turn down another job 0000
for more pay in order to remain
in my Service

I My Service's evaluation/ 0000
selection system is effective in
promoting its best members

m. IfIstayinthe Service, Iwillbe O O O O
promoted as high as my ability
and effort warrant

Now, taking all things together, how satisfied are you
with the military way of life?

1. O Very satisfied

2. O Satisfied

3. ONeither satisfied nor dissatisfied

4. O Dissatisfied

3 O Very dissatisfied



PROGRAKS AND SERVICES

MADST AT MASSZA LS MARIBILMAGIEL MUGSTAGMUOE2A1 3 MUOSZROL-MUSSYR S {O1920B10T)
51.  Op average during 3 month, bow ofiea do yon use the follewing on base programs, facilities, or serviess and gvilian off base

pragramk, Tocilities, or services? Mo 1 2 3 4 5 6 WMo 1 2 3 45 4
A On'base Program, Facility or E. Crilian Offbaze Program,
Service Facility or Service
& &
Fog gach quh_us'e 17 thems, mark one respanss in i + w ow E E o E
rolamn A g one response m cobumn B = A E E j 2
L 5 a k-] A g B ':
FEfc =85 8|FEzES 8y
4 B OH B H 3 H oM
Elm =g = & ot m =g = = #H
1. Fitriag & Canhan/Tnm O ofe Oy 0 Qo0 El O3 00 0D
2 Litrany garnces O ofle O O ol 00 00 0D
3 Cwridoor recreation seas [Bg., campgrounda, pieme
mrwag, beach, etableg) . oL O BEW O B O SR O NS O B0 O BEN O S8 O N
4 Cagtedanr ieerestion, scumpment rental O FE8 O8O O B8 0 SEF O B0% O 868 0 BE8 0 50
5 Recreation center(r.g, reenealion soom, musscTY,
ghime poan s ement mashimes) O S0 O e O S 00l OBl 083 00 O D
6 Ol censrs e O REN O B0E O FOE O NS O B0 O BEN O B0 O B
T Bowlingeenter ..o | O FER O BEE O BOE O BEN O B O BER O 808 O SO
£ Recrestion odgnghotelarregncts ... O 0 OO0 O 0 0 QRO 00 O @ OO0 O O
9 Chibe/daneeinght dubs o0 o0 o@ 0 OJofG 00 0@ 0D
10 Camerigzarg supemarkst! procery stere o el o el o @l o fElo fG o l& o fEl o fB
11, Main szchangeidepatmeml store ... O oG O Pl O 0 a0 e 0N 0R0 O D
12. Sacisl ackivitias for sarvize mambiere (8, tnpe
special eventa, ioumements] .. Oa|ofle O of@oro O OBl OO
13. Aubo, crafis endbobby shops ..o O BEN 0 BER O BER O SO O BB O BN 0 BB O B
MO%SIAMEISILE
53 During the past 12 months, bave you used any of the following pregrams and services? (MARK ONE ANSWER IN EACH
RO} n il
Yes No
4 Aduk contimiing edmationiermmseling ... e i iae e 4] Q
b Tuition assistance progams for cellegehigher education . . ... .. [ o
¢ Techmisalvosational programs ..o Lol 0] o
d Basweekillsedneston ..., ..ol e} 0



FAMILY INFORMATION

TABST* (COA4E045 )/ Coding Note 8./ Cading Note U
What is your martal status?
1. O Now married

O Sepamied

O Divorced % G to Question 37 MOOS4SES
O Widowed 2 Ga to Question 37
§ O Never maried 3 Goto Juestion 58
hﬁ?ﬁ.ﬁ&bﬁﬁ‘l"' (BN 0L Crding Nate 10 MY A4SHE
Is veur speuse currently: (MARK ALL THAT
APPLY. }
A 4 Berving om active Sy et & member of the
Matsonal Guard or Resere)
. 0 Member of the Mational Guard or Resere ma
filltime sctive doty program (AGH, TAR, AR)
- O Oifer tvpe of Mational Goard or Beserve member
{eg, drilling vow, IMA, TRE, military fechmnician}
O Warking in & Federal eivilian job (full-time)
O'Warkmg m a Federsl crvilian job (part-time}
£+ Woorking moa civilian job on base [full-time)
O Working ina civilian job on bass (patime)
O Warking m a civilian job off base (fulltme)
0 Warkme m s enalian job off base (part-smme)
O Managing or wirking in familly lsipes
O Self-emploved in hisher ean business or
profession
L. O Unemploved and looking for wodk
M O In sehoal
M O Homemaker homewife hosehsband
O O Retired

ey

gh i 0

E. 0 Othier (specify)
| M2 Coding Nate. 10

EREDUCERETUC AL REDUCH FRELHI Coding INote 11
54, What is the highest dezree or level of scheol that

vouy spese has completed? (MARK THE ONE

ANSWER THAT DESCRIBES THE HIGHEST

GRADE OR DEGREE THAT YOUR SPOUSE HAS

COMFPLETEIN)

& O 11 made or ess

(1 12 vears of scheol, no diploma

) High school gradnste — high echoal diploma o
the equivalent (e.z, GEDY)

0 Some eolleme credit, bnr lees than 1 vear

41 or more vears of college, bt e degree

0 Aspooiate degree fe.p, Ak, AR

) Bachelor's degree fe.z. BA, AR, BS)

10 Master's, doctoral degree, ar professionsl school
degres ez, MAMSFWCMINVIIVDW M}

ﬁl;'lT-:}l;llti bave youbeen diverced?

ooy Nane

10 1

102

30

3 or mare

e g

P e g

&7,

65

Far questions in thiz section, the defimition of "ehild or
children” or "sther legal dependents” indodes amyone in
i Family, excepd vinrspoise, wha hias or is eligible to
bave a Uniformed 5ervices identification card (millitary 1T
card} or is cligible for malitary healih care benefits and is
earalled in the Defense Enrsllment Eligibility Reporting
EERS).
ML Codma Hoe 1)
38 Do yeu have a child children or sther legal

dependents based on the definition abrrve?

L O Yex

I O No = Goto Question 73
MEESRA-NME S0 (58BN

MOGSERE,

539, Hew many children or other lezal dependeats de vou
hiave im each age group? (MARK ONE ANSWER IN
EACH ROW.)

D32 3.4 3

Sar

L Hepe 1 4 1 4 mam
2 Tnder | yearald a o o 0o o o
b 1pmar to under 2 years old 0 [ By ] 5]
o Xiymmuold........... {i [ R o T ] i}
[ - 4 T DR o] [ R T | 4]
e 1422 ymamold ... 0 o 0 0o o O
F. 2364 yearseld ... 0 [ T T ] 0]
g diwears oldarolder... .. O o 0o oo 0

MO0 A-WOO G0 (0SSR

68, Hew many childrven or other legal dependents de vou
hiave in each ﬂf:be fillowing age groups whe live en
8 ; wi at yeur permanent duty
station? (MARK ONE ANSWER I'H EACH BROW)

L~

]

Apz

Tnder 1paarold .
]_.“.'-3 to under ;_.Hs:l“

-5 e old
-5-1?1 ears old
1422 penrz old
23-54 years old
65 pearz old arelder
Mﬂﬁl.‘i.ﬂ?ﬁ'ﬂﬁ:
How many children sr sther legal dependents ds vou
hiawe in esch of the following aze zvenps whe live sn
o regular basis at a dilferent location than yeur
permanent duty stafion® (MARK ONE ANSWER IN
EACH ROW )

O0oOCOoOOCK
= B B I Y o Y R

8]
8]
o]
8]
8]
]
o]

L B =

3

24 5

Ap
Tnder 1year old
1 w=ar to under 2 peame old
Fiymmold .o
13 pmmeld. ...
14-23 yaars cld
2304 years old
G5 pear cld ar clder

W e A e
ocoocoooR
ocococooom
= =N =R = ===]
0CoooDDOK

DDGDDDOE

QDQQDDDE &



62.  During the past 12 months, have you routinely used
any of the following childcare arrangements?
{(MARK ALL THAT APPLY.)

A ONot applicable, Thave not used any of the
following childcare arrangements
= Go to Question 68 MO962ASK
B. O Child's other parent or stepparent
. O Child's brother or sister (aged 15 or older)
D O Child's brother or sister (under the age of 15)
E O Child's grandparent
EF_ O Other relative
G O Friend or neighbor
H. O Sitter, nanny, or au pair
L _ O Preschool (on base)
1. O Preschool (off base)
K O "Child Development Center” {on base)
L. O Childcare center/day care center (off base)
M_ O "Family Childcare Home" (on base)
N O Childcare provider in a home setting (off base)
O 0O"8chool-Age Care Program” {on base)
P_ O After-school program (off base)
QO Federally supported Head Start program
R__ONore of the above

63.  How many of your children routinely use the
childcare arrangements marked in Question 62?
1. O1
2.02
3.03
4 04

5. O3 ormore
M9944A [ Coding Note 14 MOIG6AB* (O0TI/ENTD) [ Coding

64.  What is the total amount that you spent last month
on childcare arrangements for all of your children?

A O Does not apply, I spent ne money on childeare

arrangements last month M9964ASK
B MONTHLY
CHILDCARE
EXPENSE
3 00
0fofofo
1111111 Write your monthly
212 (212 expense in the
31313(3 boxes, then fill in
4414 (4 the corresponding
51515(5 circles. For example,
66|66 if you spent $100 last
{777 manth, you would
g[8 (8|8 enter “0100.”
91999

65.  During the past 12 months, was there any change in
your childcare arrangements for vour child or
children?

1. O Yes

66

MO966A-MIFGEM

66.

68.

For what reasons did the childcare arrangements

change? (MARK ALL THAT APPLY )

A O Beginning, ending, or changes in a child’s school

enrollment
B O Beginning, ending, or changes inmilitary
assignment

> O Beginning, ending, or changes in spouse’s school
enrollment

O Cost

_ O Availability or howrs of care provider

_ O Reliability of care provider

O Quality of care provided

O Care provider’s location or accessibility

_ O Never had any regular arrangement

. O Child outgrew arrangement

. ONo longer eligible for assistance

_ O Arrangement no longer available

O Other (specify):

i

i i s i R i P e i

" [M9966SP{ Coding Note 17

During the past 12 months, did you lose any time
from your military duties (work, school, ¢r training)
due to a changein childeare arrangements?

1 O Yes
2 ONo

Doyou have a child or children enrolled in school?
1 O Yes
2 ONo - Goto Question 73 M9968SK

69,

What type of school dees your youngest school-age
child attend?

1. O College or miversity = Go to Question 73

2_ O Public school off base M9969SK
O Public school on bage

O DoD school for dependents

O A religion-affiliated school

O A private day school, not religion-affiliated

O A private boarding school

O Home school

_ O Other (specify):

=] EOG E\] EO\ EU\ E-IL Eb-? H

| M99698P / Coding Note 20

M9970* / Coding Note 21

T0.

About how many hours per week does your child
usually spend in school? (If you have more than one
child, answer for the youngest school-age child.)
HOURS PER WEEK

Write the number of hours in
the boxes, then fill in the
corresponding circles,

=R R R e T S =
=R R R e T S =




MO9TIA-MO9TIG

71.  Forthe type of school you marked in Question 69,
please rate the following.
-6-—- NA/DK =Not applicable or don’t knew
}
\
|
a.  Overall academic 000
program
b.  Support servicesproviked O O O O O O
by the school
¢, Special education 000000
programs
d. Physical plant (building, 000000
school grounds,
heating/cooling, food
service, ete.)
e, Availability of 000000
extracurricular activities
f. Safety of school 000000
g Overall quality of the 000000
school
MO9T2A-MOITZE
7. Have you participated in, or been invelved with, the
following activities related to your child’s or
children’s education? (MARK ALL THAT
APPLY)
A O Attending conferences or meetings with teachers
regarding the school
B O Working with teachers to promote achievement
¢ O Collaborating on educational opportunities for
students, parents, and teachers
D O Planning and implementing curricular and extra-
crrricular activities
E_ O Participating in decision making and problem
solving to promote leaming
F. O None of the above
Mo973¢ (QUTHENTS)
73. Do you have a child, spouse, or other legal dependent

enrolled in the Exceptional Family Member Program
(EFMP) or the Coast Guard Special Needs
Pregram?

L O Yes

2. ONe

MO974 (Q076/B0TT) [ Coding Note 22

.

Do you have caregiver responsibilities for an elderly
family member (shopping, home maintenance,
transportation, checking on them by phone, finances,
arrangements for care, etc.)? (Thisincludes persons
who live with you or live somewhere else.)

1 OYes

2 ONo > Goto Question 77 M99748K

M2973
75.  How many elderly family members do you have
caregiver responsibilities for?
1. 00
2 OTwo
3 O Three or more
Ma76
76.  During the past 12 months, did you lose any time

from your military duties due to eldercare
responsibilities?

1 O Yes

2 ONo

MO9TTA-MIOTTH / Coding Note 23

77

How satisflied or dissatisfied are you with each of the

following aspects of military health care for your

family?

H O Does not apply, I do not have any family
members eligible to receive military health care.
- Go to Question 78 MO9TTHSK

------- 2o Satisfied | |
1z Very satisfied |

|
a. My out-of-pocket cost for care 00 (|) (‘)
b.  Skill of physicians and other 0000

medical providers

c.  Availability of specialists 0000
d.  Ability to get appointments 0000
e.  Waiting time in the clinic 0000
f. Overall quality of care 0000
2. Administrative requirements 0000

(claims, paperwork, approvals,
ete.)

M9978 (O105/E106) / Coding Note 24

78.  Inthelast month, did you perform any non-military
voelunteer work?
1. OYes > Goto Question 80  M99788K.
2 ONo

MAOT2AMOY O

78, What were your reasons for net volunteering?

(MARK ALL THAT APPLY.)

A, OTwas not asked to perform vohmteer work

B 1 did not have time for vohmteer work

. OT did not have ascess to childeare so I could
perform volunteer work

L. OT am not interested in volunteer work

B, O1 did not have transportation

E. O Nome of the above

o o O O O O o



pefinieR)
0. How i yeur gemeral outlosk bt vour life?
L O Very optimistic
2 O Optimisie
3 O Neither optimistic nor pessimistic
4 () Pessmmistic
5 O Very pezsimistic
MEHSL: Coling Tnge 23
81, Are vou accempanied by family members (spouse,
chuld, or sther legal dependents) at yeur peranent
duty station®
1 OYes 5 Goto Question 83 MEU81SE
z 0N
M..?‘E&MP_'EEL
Why didu’t vour fumily members accompany yeu to
your permanent duty ststinn? (MARE ALL THAT
APPLY .}
4. O Does ot apply, [ have no family members
E. O Legal sepasation or divorce from spowse
2 (O Temporarily vaccempanded (family members
will joir e bifeg)
T O Permanently umaccompanied becase it was
sequised for the anthorkzation bl
E. () Permanersly maccompanied becase family
members were ot command sponsored (pverseas
tourk
E. D Permanently unsceompanied becanse hosehaold
goods move was not anthorized wih PCS orders
. O Spouse' s career
E O Spous's edusatim
L. Oihild'sichildren’s aducation
L. OV Healih o illness of Ganily mesithes
% ) Eldercare responsibilities
L O Other (specify):

T f i

]}urng your active duty career, how many times did
spur family memsbers mave to a pew location becanse
f vour permanent change of tation (PCS)?
one: .0 &
L0 7
20 8
2 0
180

5.

B

o

10 ar more

s
0
0z
0 3
0 4
0 3

oA e § g e ED

Eﬂ?ﬁ*.ﬁ.ﬂ&ﬂﬁﬂj i Hete 36

Hawe amy of vour relatives ever served an active
military duty? (MARK ALL THAT AFPLY.)
4 O Parent or puardian

E. O Spouse

. O Brother or sister

() Son or dawghier

O Grandparend

O Unele or sume

() Couzin

B, O Other close relative

L. OMMone of my relatives have served on sctive dity

£ fr g 1

ECONOMIC ISSUES

The queshons in this section address economic 1sues in the
lives of malitary members and ther famidies. The
information will be ueed te better understand the ecsnemsc
amd finandal cencerns of military members and their
fammilies, Althongh peeple will have different views om what
is or ig not personal, many people will censider some of the
questions very personal. Flease continue with the sarvey

68

even i Lhere are some questisns ot you want T4 skip.

M ! Coding Nose 27
85, During yoar eff-duty ime, de vou currenily hold a
secod job or work st vour swn busnness?
L0 Ve
1 Do Go o Question 87 MHEEISKE
M"'Pﬁ'ﬁ‘ AL 8L Coeling Nate 28
6. O average, bow miany boties o week do vou spemd
working o a avibian job er working at yeur swn

business duri ng your off-duty bours?
HOURS PER WEEK

oo
1 1
¥ b
3 3 For avamls, I vou worded
4 4 & hoairs, emler 087 in
3 3 the baxes ang fll i the
[ i Corresponading circles.
T i
8 8
o o

MO TAMASTL (011 TR Coding Nate 36

§7.  During the past 13 memths, did vou {and poor
ipiige) Freceve any inosme oF Bnancial sgsport feom
the following sources? {(MARK ALL THAT
ATTLY)

A DA scond b

E O Alimony

2 0 Child supposi

I (Y Supplemental Security Income (S5I)

E. O Unemplovment or Werker's compersation
F ) Srate-fimded childeare assistance

3, O Wamen, Infants, and Children (W1

H O'Food Stamp Program

1. OV Head Start Program

1 10 Aid tr Families with Dependent Children ([ AFDC)
E O Medicaid

L. O Hher (specifyk

| MERETEP | Coding Mote 22




What is your total menthly gross (before-tax)
household income from all sources? (Please inchude
your military earnings, your earnings from a second
job, your speuse's earnings, and income or financial
support from any ether source.)

035 1-1,000

0§ 1,001-2,000

0$2,001-3,000

0§ 3,001-4,000

(0§ 4,001-5,000

05 5,001-6,000

(§6,001-7,000

05 7,001-8,000

9 ($8,001-9,000

100 11 pOn o 1 o gho e

10 0$9,001-10,000
11, 0$10,001 and above

Roughly, what is the tetal amount of savings you
(and your spouse) have? (Please include fundsin
bank accounts, IRAs, money market accounts,
Certificates of Deposit (CDs), Savings Bends, mutual
funds, stocks and/or bonds.)

0s0

051-1,000

(0$1,001-2,500

(0§2,501-5,000

($5,001-7,500

0§ 7,501-10,000

0$10,001-12,500

(0§ 12,501-15,000

0§ 15,001-17,500

g 0$17,50120,000

C R S N o S o =]

10, 0$20,001-50,000
11 0 $50,001-100,000

1

2. 0$100,001 and above

M9990 (MO61/E052)

Do you (or your spouse) pay child support?

L O Yes, I pay child support

2 O Yes, my spouse pays child support

3 O Yes, bothmy spouse and I pay child support
4 ONo

What is the total amount you (and your spouse) paid
last month for rent or mortgage?

g O%0

L O 1400

2 O35 401-800

3 (O$801-1,200

4 O0$§1,201-1,600

5 (O$1,601-2,000

6 12,001 and above

What is the total ameunt you (and your speuse) paid
last month for all leans and leases on cars, trucks, or
motorcycles?

2. 0s0

1 0f1250

2. O §251-500
3. O§501-750
4, O §751-1,000
5. O$1,001-1250

6. 0§1.251-1,500

7. 0§ 1,501 and above

What is the amount +f payments that you (and your
spouse) made last month to cover personal unsecured
debt? (Include all credit cards, debt consolidation
leans, AAFES loans, NEXCOM loans, student loans,
and other personal loans; exclude home mortgage
and car loans)

0%0

CO0%1-150

CO$151-300

05 301-450

05 451600

5. 0§ 601-750

C 05751900

7. 0§ 901-1,050

051,051 and above

joo 11 108 fn M fue o e 1o

After the last payment was made on personal
unsecured debt, what was the total amount you (and
your spouse) still owed? (Include all credit cards,
debt consolidation loans, AAFES leans, NEXCOM
leans, student loans, and other personal loans;
exclude home mortgage and car loans)

_0%0

035 1-1,000

. 0§1,001:2,500

0 $2,501-5,000

- 0$5,001-7,500

.0 $7,501-10,000

0$10,001-12,500

1 0§ 12,501-15,000

;. 0§ 15,001-17,500

- 0$17,501-20,000

1. O §20,001 and above

IS 1o 100 12 (o fon 1 oo o b 1o

Which of the following hest describes the financial

condition of you (and your spouse)?

1. O Very comfortable and secure

2O Able to make ends meet without much difficulty

3. O Occasionally have some difficulty making ends
meet

4. O Tough to make ends meet but keeping your head
above water

5. O1n over your head



MPWﬁ AMIRECY Crding Mot 3§

T the past 12 manths, did any of the llswing

Baprpen ti youl (amd yoir spowse? (MARK ALL

THAT APPLY.}

A () Bounsed two ar mave checks

B O'Recensed a lether of indebiadniess {2z, a letter
fiom a fender fo yvor commanding officer that
psment i late)

€ (VHad vour vages gamished

[+ O Eell behind in paving your rent or morigage

E O Fell behind in paying your credit cxrd, AAFES, or
NEXCOM seeount

F 0 Was pressmed fo pay bills by siores, creditors, or
il cellectors

G O Had a bill callector comtact vour unit leader

B O Pawmed or sold valsables to make ends meed

1 OBovewsd money from friends o relstives to help

__wouwidh & finencial difficuity

T O Borrowed money tusagh an Ensgency Loan
Assistance Frogram o a Service Aid Saciery

E O Had your aiilities fieleplons, <abl, water, heat or
elecimony) shasd off

L ) Had a car, honzehold appliances, or fiemitre
repossesEed

M O Was inable o affoud needed medical care

N O Woent banborogt (declared persenal bankruptey)

£ (MNome of fhe above

A Thrift $avings Plin (TAF) is o tax-deferred retirement savings

plan like s 40 10K) plan,

=  Emgloyces may depositn pertion of their pay (fypically up te
Sor 1 percemdh belore faxes buto o lomo-term fumil go provide
savings (oF retlrenment

= Engloyers may msitch nooe, srime, or all of thelr cunployes®
csmtributisns.

+  Aowhde range of [mvestrsent optioms v generally avallable,
Including fands that follow the stoch and bend markets,

«  TEP funds may be tnken o another smployer or rolled over
Into ather qualified refirement ssvings plans,

*  Funds may hegin 4o be withdrawn at aronnd age 5% -carlier
withirawale are wesally peualized,

MOET A MG

97, If this type of plan were made availshle ts vou, how
likely would you be to participate in each of the
flowing sitieations?
iz Very unlikaly
d— Unlibely |
- Neither likelv nor unlikdy | |
2::: lef | | |
JeVerylikdy | | | |
& Ii"lhel € W Nd gmlemnem D D D 'D' ﬂ'
rnatchng

b If the goverrmey maiched vorr - O O O O O

contribution up te 3% of pay

c.  Ifvoocould mvest sy
reenlisanend of condmuation
o o the fend tac-defermed

oacoO0O

70

Mt
8. Which, if amy, of the following is your main concern
abioait the military retivement svitem?
. O Troesnat apply, I have no somsems
1 0N pension berefits e earmed wnless youserve st
least 20 vears
3 O W ability to save toward retirement with a 400K
of atfier iEtilemend avngs gram
1 ) The government doss not matehany money vou
put away far retirement
& 0V oucanned transfer your retiremen benefits to
anether employver
3 CHonher
MR
9. Cuwrrently, military personnd do net qualify for
refivement benefils unless they serve far at least 20
vears. I the system were changed so that vou
became eligible after at least 10 vears of service for a
deferred pension payshle ai age 62, how much
influence would this bave on your willingness te stay
in the military undl at least the 16-vear paint?
1L O Tives not apply, I have already served 10 years
I GDﬂ:ﬁmrawI}L I already interd fo stay
1 O Liwtle or no inflnence
1 0 Some mfloence
1. O Modersic nffence
+ 0 Sirong influence
ML
108, Comeres ik conddering a proposal to modify the
retirement pay formola fer (hose whe entered the
serviee on er afler Augusi 1, 1984 te the mme
formmla that applied to these who entered before
that date. Assuming the retivement pay formuls
were changed, bow minch influence would this have
om vour willingeess to stay in the military?
71 O This wanld reot affect me since T entered the
service before Avgust 1, 1956
T?' {0 Doesnot apply, T akeady infend to stay
1. O Littke or no influence
;_ () Some infloence
1 O Moderste mftmence
+ O strang influence

BACKGROUND INFORMATION

SREEX (005203
Wl Arevew

1 0 Mabe

2 ) Female
L
182, Is English a second language for vou?

1 O¥es

1 ONe




103, Are vou Spanish/Hispanic/Latine? (MARK “No” IF
NOT SPANISH/HISPANIC/LATINO.)
1. ONe, not Spanish/Hispanic/Latine
2 O Yes, Mexican, Mexican American, Chicano
3. O Yes, Puerto Rican
4 (O Yes, Cuban
5 O Yes, other Spanish/Hispanic/Latino
SRRACEA-SRRACEFR* (Q035/E036) / Coding Note 30
104. What is your race? (MARK ONE OR MORE
RACES TO INDICATE WHAT YOU CONSIDER
YOURSELF TO BE.)
A O White
B. O Black or African-American
¢ O American Indian or Alaska Native
D O Asian (e.g., Asian Indian, Chinese, Filipino,
Japanese, Korean, Vietnamese)
E. O Native Hawaiian or other Pacific Islander (e.g,
Samoan, Guamanian, or Chamorro)
F. O Some other race (specify):
SRRACESP /Coding Note 30

MO9105* / MO9105A-MOS1)5H* / MOOIOSHI* (Q038/E039) /
105, At the time you first came on active duty, how much
education had you completed? (MARK THE ONE
ANSWER THAT DESCRIBES THE HIGHEST
GRADE OR DEGREE THAT YOU HAD
COMPLETED.)
& O 11th grade or less
B. O 12 years of school, no diploma
. O High school graduate — high school diploma or
the equivalent (e.g.,, GED)
. O Some college credit, but less than 1 year
01 or more years of college, but no degree
O Associate degree (e.g., AA, AS)
O Bachelor’s degree (e.g., BA, AB,BS)
O Master’s, doctoral degree, or professional school
degree (e.g., MA/MS/PhD/MDYID/DV M)
SRED*/SREDA-SREDH* /SREDHI* (0039/E040) / Coding
Note 32
106. What is the highest degree or level of school that you
have completed? (MARK THE ONE ANSWER
THAT DESCRIBES THE HIGHEST GRADE OR
DEGREE THAT YOU HAVE COMPLETED.)
A O 11th grade or less
B. O 12 years of school, no diploma
¢ O Highschool graduate — high school diploma or
the equivalent (e.g, GED)
D O Some college credit, but less than 1 year
E. O1 or more years of college, but no degree
F. O Associate degree (e.g., AA, AS)
G. O Bachelor’s degree (e.z., BA, AB, BS)
H. O Master’s, doctoral degree, or professienal school
degree (e.z., MA/MS/PhD/MDY/IDYDV M)

Hanl Tov it ins B ul lw]

107.  Are you currently serving on active duty and/or in

the Guard/Reserve?

1. O Yes, serving on active duty (not a member of the
Guard/Reserve)

2 O Yes, a member of the Guard/Reserve in a full-time
active duty program (AGR, TAR, AR)

3. O Yes, other type of Guard/Reserve member (e.g.,
drilling wnit, IMA, IRR, military technician)

108. In what Service are you?

1.0 Army 4 O AirFoxe
2.0 Navy 50 Coast Guard
3 O Marine Corps

SRGRADE* (0003/E003)

109.  What is your current paygrade?
10 E1 100 w1 150 01
20 B2 10 w2 150 02

30 E3 120 w3 170 03

40 B4 30 wa 30 04

50 E5 140 ws 120 05

5§ O Es 20 0O 06 orabove
70 BT

g O E8

9O Bo

MY99110% / Coding Note 34

110. How many years of active duty service have you

completed?
YEARS

010
111
212 For example, ifyou have
33 completed 3 years of
4| 4 service, you would enter
515 “03.7 To indicate
[ less than I year,
7 enter “00.”
8
@
SRDATEMM® / SRDATHDD* / SRDATEYY* / SRDATE /
Goding Note 35
111.  What date did you cemplete this survey?
DATE
MONTH DAY YEAR
Q Jarmary 0 1999
O February 0 2000
O March 0 0
0O April 1 1
0 May 2 2
0 June 303
0 July 4
0 August 5
O September 6
0 October 7
O November 8
0O December 9
1.12 01-31 1999 & 2000




COMMENTS

COMMENT S Coding Maote 37

112, If yeu have comments or concerns that vou were not able te express in answering this survey, please write them in the
space pravided. I your comments relate to specfic questions an this survey, please make 5 note of the question aumber
bedde your comment,
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